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DETERMINING THE SKILL AND TRAINING NEEDS OF COMMUNITY
EDUCATION DIRECTORS:
AN INQUIRY INTO METHODS

Duane Douglas Gates, Ed.D.
Western M ichigan University, 1982

The primary purpose of this study w as to examine different
methods of assessing the training needs of community education
directors.
Twelve major skill areas used by community education directors
were synthesized from the literature and served as a basis for
developing the survey instrument.

This instrument w as used to

measure the perceptions of the 12 skill areas by each of the four
groups in the study.
Each group was polled on a different dimension of how the
training needs of a community education director might be determined:
Group 1 (Community Education Directors):
Perceived
amount of time each of the 12 skills was used.
Group 2 . (Community Education Directors):
importance of each skill.

Perceived

Group 3 (Community Education Directors):
need for training.

Perceived

Group 4 (Community Education Center D i rectors):
Perceived importance of each skill.
The sample population of this study consisted of 150 community
education directors in the state of Minnesota w ho wer e selected at
random.

The fourth group in this study consisted of ten community

education Center directors from seven states.
A survey instrument was sent to a total of 160 individuals and
the return rate was 100 percent.

In an attempt to incorporate one
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of the basic tenets of the naturalistic method of inquiry into
this investigation, a summary of selected findings was mailed to
each of nine participants, who were then interviewed to elicit their
reactions in a follow up to the original survey.
Conclusions:
1. How skill needs are defined will have an effect
on the skill needs that are identified.
2. Who Identifies training needs will have an effect
on what skill needs are identified.
3. H ow skill needs are identified may have an effect
on what skill needs are identified.
4. Multiple realities of need exist when identifying
the training needs of community education directors.
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CHAPTER I

INTRODUCTION

The community education concept was developed in Flint, Michigan
during the 1 9 3 0 ’s, and has continued to expand rapidly throughout
the United States during the past 50 years.

By 1972, the number of

school districts w i t h community education programs had grown to over
600 (Weaver, 1972), and to over 2,100 by July, 1980 (Smith, 1981).
The rapid expansion of the community education movement has
created an increasing demand for leaders trained to operationalize
the concept.

Seay (1974) expressed the belief "that community edu

cation w ill be used increasingly as a viable means for providing
educational services and, therefore,
leadership wil l increase"

. . . demands for trained

(pp. 135-136).

However, Lisicich and Watt

(1975) indicated that "the realization that the implementation of
community education requi r e (s] specially trained persons is rela
tively recent" (p. 12).
The need for this training was being met in 1972 by 15 regional
centers for community education development supported by the Mott
Foundation (Schmitt & Weaver, 1979).

By 1974, there were over 50

institutions of higher education responsible for developing leaders
in community education (Johnson, 1975).

According to a recent pub

lication of the Mott Foundation, there are currently over 80 centers
for community education funded by the Mott Foundation that are
involved in various aspects of training in the field of community

1
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education (For Your I nformation, 1981).
Lisicich and Watt

(1975) indicated that "no college or univer

sity offers a degree program in community education.

Rather, commu

nity education is treated as a specialty within a designated area
such as education administration and supervision, curriculum and
instruction, educational leadership or adult education" (p. 13).
They also pointed out that community education "centers have designed
objectives in accordance w i th the college or university with which
they are affiliated for the training of community educators"

(p. 14).

Previous Studies on Skill and Training

Examination of the community education literature revealed
that at the time of this writing, most of the research related to
skill and training requirements of community education directors has
been.limited to doctoral dissertations.

Prior to 1975, there were

four dissertations completed relating to the training of community
education directors according to Lisicich and Watt

(1975).

authors w ere Berridge (1969), Ederle (1970), Winters

The

(1972), and

Johnson (1973).
Berridge (1969) "examine[d]

the opinions of a panel of experts

and a nationwide sampling of community school directors concerning
categories and topics to be included in intensive preparation
programs for community school directors"

(p. 1).

The purposes of the study by Ederle (1970) were "(1) to develop
guidelines for curriculum content in preparing community school
directors, and (2) to ascertain if there is a significant difference
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in the frequencies of rating responses concerning skills and know
ledge areas among community school directors with varying amounts
of job preparation" (pp. 2-3).
The primary purpose of the study by Winters

(1972) was to

gather empirical data on the behavior of community education direc
tors and to compare their behavior in relation to the type of
leadership training they had received.
The goal of the study by Johnson (1973) was "to develop a
Leadership Training Model for Community School Directors based on
a review of research and literature pertaining to leaders" (abstract).
Since 1974, there have been six dissertation dealing with the
topic of skills needed by a community education director or building
coordinator.

Kliminski (1974) examined "significant differences

between the technical, conceptual and human skills of successful
Directors of Community Education and other Directors of Community
Education in Michigan" (abstract).
The study by Zemlo (1977) "encompassed three main tasks:

(1) to

identify the components of the technical skills inherent in the role
of the community educator,

(2) to determine the relative importance

of the technical and component skills, and (3) to determine if
experience or professional preparation affected community educators'
perceptions of the technical and component skills most important to
them in the performance of their jobs" (p. 13).
Foelber's (1976) and Lisicich's (1977) investigations examined
the competencies needed by community education directors, while the
purpose of Hall's (1980) study was:
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4
[to focus] on the role of the coordinator in implemen
ting community education.
Specifically, the primary
purposes of the study were:
(1) to assess and analyze
the perceptions of community educators in the MidAtlantic region toward specified competencies for
building-level community education coordinators and
(2) to assess and analyze the perceptions of coordi
nators regarding their need for assistance in developing
or refining skill in the competencies,
(abstract)
Casale (1977) indicated the main purpose of his study "was to
determine the most important tasks performed by community educators
in Texas"

(p. 66).

Additional literature on both the training of community educa
tion directors and skills needed by a community education director
includes publications by Young (1975), Gerson (1975), Weaver (1975),
Weaver (1978), Stalcup (1980), Seay (1974), Flores
McCleary, Paddock and Miller (1979).

(1973), and

The latter two are briefly

discussed below.
Flores

(1973) examined "14 universities offering degree prep

aration programs in the field of community education.

. . . The

primary purpose of the study was directed at determining the char
acteristics of such programs at the Master's, Educational Specialist
and Doctoral levels"

(p. 127).

The investigation by McCleary et al.

(1979) had the following

primary goals:
(1) identification for each of the roles of administra
tion of critical task areas, the primary competencies
for each task area, and indicators of competence for
each primary competency identified; and (2) assessments
derived from practitioners, of how competencies might
best be acquired and levels of attainment required for
adequate performance,
(pp. 1-2)
This investigator saw a need for further research in the area of
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the skills of a community education director for two reasons.

First,

regarding the relationship of skill requirements to training pro
grams in the field, many investigators have acknowledged limitations
in their studies and have therefore recommended further research.
Second, most of the investigators prior to 1981 did not have access
to recent needs assessment literature and new approaches to scien
tific inquiry.

This literature adds a new dimension to be conr-

sidered by investigators when they are examining the skill and
training requirements of community education directors.

Each of

these reasons will be discussed further.

Limitations of Previous Studies

Writers in the field, especially those who have conducted
investigations into training requirements for community educators,
have admitted serious limitations of their studies and have, there
fore, recommended further research.

For example, Lisicich and Watt

(1975), in summing up the research that had been completed up to
1975, said, "very little has been done to discover and validate
those characteristics which constitute effective community educators"
(p. 14).

They also reported that:

Dr. Curtis Van Voorhees, Director of the Office of Commu
nity Education Research, indicates that further research
is needed in the area of community education training.
Further research will assist the leaders in community
education to develop more functional guidelines and more
well-defined competencies required for the training of
community educators,
(p. 15)
Zemlo (1977) indicated that his study was limited to south
western Michigan and "other studies might examine technical and
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component skills in . . . different states" (p. 191).
He also stated:
Further refinement of an instrument to determine the
relative importance of . . . skills inherent in the role
of the community educator is recommended. . . . Possible
alterations might include:
1. A change in instrumentation format which would
ask respondents to select a designated number of . . .
skills perceived to be extremely important . . . .
2. A change in instrumentation format which would
ask respondents to indicate the portion of time per
week that would be delegated to the various . . . skills.
(pp. 191-192)
In addition, he indicated:
A total reliance upon community educators for direction
in training strategies is not advocated.
Discrepancies
may exist between those competencies perceived by com
munity educators to be of importance to them . . . and
those competencies which are in reality important to
the practitioner. . . . Efforts to answer the question,
what skills are actually used in the field, must con
tinue.
(pp. 192-193)
Lisicich's

(1977) study examined what coordinators, center

directors and community school principals perceived to be the actual
or present level of training that the community education director
has received in designated skills and also what they perceived
be the ideal level of training in each of those skills.

to

In her

study, she recommended
that further study of the competencies of the Community
Education Coordinator be conducted with the following
kept in mind:
a) Whether the community is an urban, rural or
suburban setting.
b) The competencies should be studied in terms of
their usefulness on the job and the extent to which they
are actually used on the job.
(p. 210)
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Foelber's
California.

(1976) study was limited to 25 school districts in

He posed the question, "would replication of this study

in other parts of the country result in substantially similar
results?"

(p. 152).

He also asked, "because of the limitation

inherent in mail surveys, would personal interviews have provided
additional insights into perceived competencies of community educa
tion directors?"

(p. 152).

Casale (1977), in examining the "tasks in the administration of
a school-based community education project . . . considered
m ost important by community education directors/coordinators"
(p. 116), did use the interview method in his study.

However, his

sample of 29 community educators in Texas placed certain limitations
on his study and he recommended that "another study . . . should be
undertaken in a different state.
encouraged"

. . . Other research methods are

(abstract).

The investigation by Hall (1980) was limited to the mid-Atlantic
states and was aimed specifically at building-level coordinators and
not at district-wide community education directors.

She recommended

that further research be conducted with district-wide directors.
Many of the previous studies of community education skills have
been limited to perceived importance of the skill.

Zemlo (1977)

suggested that the amount of time devoted to the practice of a par
ticular skill should be investigated in addition to the perceived
importance of the skill.

This writer concurs with Zemlo in this

regard and posits that not only the amount of time a skill is used
should be investigated,

but

also the interrelationship between
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amount of time a skill is used and other variables, such as perceived
importance of a skill and perceived need for training,, should be
examined.

That is to say, a director may rank a skill as important,

but in practice may use the skill to a very limited extent.

Or a

community education director may use a skill to a great extent,
perceive it to be important, but perceive little need for training
in that skill.

In reality, however, he or she may in fact need

training in that skill but may not be able to recognize it.
Zemlo (1977) also suggested that discrepancies may exist between
what skills a director perceives as being important and those which
are important in reality.

If this is the case, then it would be

valuable not only to identify what skills are perceived to be impor
tant by community education directors, but also to use several
different methods to determine the importance of a skill, such as
a survey instrument regarding perceptions and a follow up interview.
This process would help those individuals who are responsible for
training community education directors in these skill areas to be
more accurate in identifying the training needs of community edu
cation directors.
In summary, this investigator believes that, although several
studies to identify skill and training requirements have been com
pleted, there appears to be a need for further study.

Studies

prior to this writing had various limitations, many of which were
discussed by their authors.

Limitations of previous studies include:

1. Many studies have been limited in populations
sampled.
2.

The methodology employed prior to this writing,
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except for one study, has been limited to mail quest
i onnaires.
3. Few attempts have been made to determine the
relationships among the perceived importance of the
skill, the perceived need for additional training, and
the extent to which skills are used in practice.
4. Most of the studies prior to this writing
have attempted to determine the need for training in
a particular skill area based upon the perceived im
portance of the skill.
5. Additional methodological limitations of some
of the previous studies include:
sample size, nondis
criminating data, and lists of skills that were not
synthesized from previous studies.

Need Assessment Techniques

Whereas there have- been several studies to identify the skill
and training needs of community education directors, most such
studies have been conducted without access to recent needs assess
ment literature and new methods of inquiry.

The next two sections

discuss needs assessment and methods of inquiry literature as they
contribute to improved approaches to research in the area of skills
and training needed by community education directors.
Suarez (1980) indicated that one of the greatest criticisms
in the area of needs assessment
is in the failure to specify precisely what is meant by
the term 'needs1. . . . To rectify this situation, it
would seem important for designers of needs assessments
to include:
(a) a definition of the term 'need' as it
is used in the needs assessment, (b) the identification
of whose needs are of concern, and (c) a specification
of types of needs that will be identified,
(p. 32)
Most of the studies to date gave only brief consideration to
these points.

This will be demonstrated in the discussion of
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10
definition of need.
Stufflebeam (1977a) defines need in four ways.

They are:

Discrepancy View— A need is a discrepancy between
desired performance and observed or predicted perfor
mance.
Democratic View— A need is a change desired by a
majority of-some reference group.
Diagnostic View— A need is something whose absence
or deficiency proves harmful.
Analytic View— A need is the direction in which
improvement can be predicted to occur given information
about current status,
(pp. 1-2)
As previous studies assessing the skills and training needs of
community education directors were examined, it appeared that most
of the studies have utilized the democratic view of need, i.e., they
asked individuals to rate how important various skills were to
community educators.

Hence, the results of these studies are based

on what a majority of individuals found to be the most important
skills needed by a community education director.

As a result,

most of these studies made the assumption that there are absolute
needs, i.e., that there are only a given number of needs that exist
and that it is possible to identify them.
Since both Suarez (1980) and Stufflebeam (1977b) indicated that
there are multiple factors to be considered in determining need, the
assumption that needs are absolute seemed questionable.

Rather, it

seemed reasonable that needs are relative, not only as to how they
are defined, but also as to who is identifying them, the context in
which they are identified (Kaufman & English, 1979), when they are
identified, and the types of needs identified.
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If Indeed needs are
are perceived

relative, then it appeared that how needs

will determine what needs are discovered.

For example,

a particular skill need of a community education director may be
eliminated from consideration depending upon:
being defined,
requirement,

(a) how need is

(b) the person being asked to identify the skill

(c) the situation in which the need is being considered,

(c) the time at which the study is being conducted or (e) the type
of skill need under consideration.

N ew Methods of Inquiry

Assuming
Guba's (1978)

that needs are considered relative and not absolute,
discussion of the concept of the "reality manifold"

and methods within the "naturalistic method of inquiry" seemed
appropriate for investigating the skill and training needs of commu
nity education directors.

An investigation which incorporates some

of the basic tenets of multiple realities and the methods suggested
by the naturalistic inquiry approach appeared to be indicated,
inasmuch as none of the previous investigations on the skill and
training requirements of community education directors used these
tenets or methods.

The concept of multiple realities and the

methods suggested by the naturalistic inquiry approach to scientific
inquiry will be discussed further below.
In examining an investigator's view of reality, Guba (1978)
suggested that reality only exists in the minds of individual people
and will depend on the separate perceptions of each of these indi
viduals.

Because each individual has different perceptions, a
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multiple reality will exist.
In addition, Guba stated
that the reality manifold is constantly changing in terms
of time, people, episodes, settings and circumstances.
One should expect 'reality' to be different at different
times, recognizing the difference will depend on the sit
uation and not necessarily or merely on a lack of relia
bility in methodology.
(p. 15)
In discussing the methods used by both conventional and natur
alistic inquirers, Guba (1978) indicates that both want to be
objective.

However, he states:

the meaning which they ascribe to that term is quite dif
ferent.
The conventional inquirer strives for objectivity
in the sense of intersubjective agreement, i.e., agreement
among two or more equally competent observers.
The natur
alistic inquirer, for a variety of reasons, not the least
of which is the belief in a multiple reality, places little
store in that form of objectivity and strives instead for
confirmability, i.e., agreement among a variety of infor
mation sources.
(p. 17)
Since most of the past studies in the area of skills and train
ing required of community education directors did not attempt to
account for differences in the perceptions of their respondents by
conducting a follow-up inquiry of their respondents,

this investi

gator suggested that a study be conducted involving such a follow-up
inquiry of the respondents to achieve confirmability as suggested
by Guba (1978) to determine the objectivity of the inquiry.
Because the rapid expansion of the community education concept
created the need for both preservice and inservice training of com
munity education directors, and because such training is important
to the growth and development of both the individual and the pro
fession, the following assumptions were made regarding needs and
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needs assessment in the area of skill and training requirements of
community education directors and the development of training pro
grams for them:
1.

Training programs should be needs based.

2. Needs are dynamic in nature and are continually
changing.
3. Training programs are continuously assessing
needs, though some more systematically than others, and
as a result, anyone involved in training is also involved
in needs assessment.
4. How needs are defined and identified, who iden
tifies them, the context in which they are identified,
and when they are identified will affect the heeds that
are identified in a needs assessment.

■ Problem Statement

There appeared to be a need for additional research in the area
of skill and training requirements for community education directors
for two reasons.

First, regarding the relationship of skill require

ments to training programs in the field, many investigators had
acknowledged limitations in their studies and had therefore recom
mended further research.

Second, most of the investigators prior

to 1981 did not have access to recent needs assessment and method
ological literature.

This literature added a new dimension to be

considered when examining the skill and training requirements of
community education directors.
The present study was based upon a review of the community edu
cation literature, recent needs assessment and methods of inquiry
literature and conclusions drawn from previous investigations of
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need, needs assessment and training.

The writer proposed to inves

tigate methods by which the training needs of community education
directors could be determined.

This investigation would include:

1.
using more than one definition of need to
determine if the use of different definitions will result
in the identification of different skills needed by
community education directors;
2.
using both community education directors and
community education center directors as separate groups
to determine if who identifies needs will result in the
identification of different needs;
3. using the concept of multiple realities of
need to examine the skills needed by community education
directors.
Specifically, this study would investigate
the perceptions of selected community education directors
regarding the relative importance of each skill area, the
amount of time spent in each skill area on the job, and
the need for additional training in each of the identified
skill areas.
Furthermore, this study would also identify
the perceived importance of each of the major skill areas
by a panel of expert trainers;
4.
using the method of confirmability as suggested
by Guba (1978) to account for differences in the percep
tions of the respondents regarding the skills needed by
community education directors; and
5. making recommendations to be considered when
identifying the training needs of community education
directors and planning training programs for community
education directors.

Objectives

The primary purpose

of

this study was to examine different

methods of assessing the training needs of community education
directors.

In addition, recommendations to be' considered when iden

tifying training needs of community education directors and planning
training programs for community education directors were made.

This
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was to be accomplished by the following objectives:
1.
to compare the perceptions of three groups of
selected community education directors, regarding the
skills required of a community education director, across
the following dimensions:
a.

the relative importance of each major skill

area,
b.
the amount of time spent using the skills
in each major skill area, and
c.
the need for additional training in each
major skill area.
2.
to compare the perceptions of the three groups of
selected community education directors regarding:
a.
the relative importance of each major
skill area,
b.
the amount of time spent using the skills
in each major skill area, and
c. the need for additional training in each
major skill area
as they relate to the perceived importance of each major
skill area by a panel of expert trainers.
3.
to examine the relationships that exist between
the perceptions of selected community educators regarding
the skills required of a community education director and
the results of previous investigations reported in the
literature.
4.
to report the implications of the methodology
used to identify needs, in the present study as it relates
to the development of training programs for community
education directors.

Definitions

Community Education

For the purpose of this study, the following definition of
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community education by Minzey and LeTarte (1972) was used:
Community education is a philosophical concept which
serves the entire community by providing for all the
educational needs of its members.
It uses the local
school to serve as the catalyst for bringing community
resources to bear on community problems in an effort to
develop a positive sense of community, improve community
living, and develop the community process toward the end
of self actualization.
(p. 19)

Community Education Director

The definition of a community education director in this study
is an individual who is responsible for the development of the com
munity education concept w ithin a defined community or geographical
area.

Community Education Center Director

Within the context of this study, a community education center
director was defined as an individual who is a trainer of community
education directors and is employed at a college or university as
a director or assistant director of a community education center.

Skill

The definition of skill in this study was taken from W e b ster’s
N ew Collegiate Dictionary which states that skill is "the ability
to use one's knowledge effectively and readily in execution or
performance"

(p. 1088).

Major Skill Area

T hese skill areas w e r e synthesized from skills identified in
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previous studies and will be discussed in Chapter II.

The 12 major

skill areas are:
1.

Communicating.

2.

Evaluating.

3.

Assessing Needs.

4.

Identifying Resources.

5.

Obtaining and Budgeting Funds.

6.

Coordinating.

7.

Programming.

8.

Involving Community.

9.

Training.

10.

Organizing.

11.

Leading.

12.

Managing Interpersonal Relations.

Collectively, these major skills will be referred to as the major
skill areas in this study.

Training Needs

In this study, training needs were defined as those specific
major skills in which individuals should improve their own profi
ciency.

A variety of techniques can be employed to identify these

training needs.

Limitations

The following limitations of this investigation are acknowledged
by the researcher.
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1. The population of community education directors
from which the sample was drawn was limited to community
education directors in the state of Minnesota.
The offi
cial list of directors from the Minnesota State Department
of Education was used as the population.
2. The panel of experts was not chosen using a random
sample procedure; instead, a known authority and author
in the field of community education was asked to aBsist the
investigator with this task.
3. This investigator limited his study to only four
of many possible methods by which training needs of commu
nity education directors might have been assessed.
4. Although the 12 major skill areas were synthesized
from previous studies in community education, the investi
gator acknowledges that the reader's personal preference may
be that the number of major skills be less than or greater
than 12.

Assumptions

The following assumptions are made with regard to this study:
1. That the different survey instruments in this
study can be used to represent different approaches to
assessing and defining need.
2. That the panel of experts is representative of
expertise among community education center directors in
this country.
3. That the list of 12 major skills is representa
tive of those skills employed by community education
directors to complete a majority of the tasks inherent
in their jobs.
It is also assumed that a majority of the
skills used by community education directors could be
classified to fit into one of these 12 major skills.

Organization of the Study

This study consists of four additional chapters.
reviews the literature with regard to:

Chapter II

(a) the development of the

12 major skill areas included in the survey instrument, and (b) need,
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needs assessment, and methods of Inquiry as it was used to develop
the format of the survey instruments.

Chapter III describes the

methodology and procedures used to develop the survey instrument and
analyze the data.
tive findings.

Chapter IV reports the quantitative and qualita

Finally, Chapter V discusses the findings and con

clusions of the study while making recommendations for future
research.
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CHAPTER II

REVIEW OF THE LITERATURE

This chapter reviews literature pertinent to this investiga
tion which will be divided into two sections.

Section one will

review the literature that was used to develop the 12 major skill
areas used in the survey instrument.

Section two will review the

literature related to need, needs assessment and the naturalistic
method of inquiry that was identified to develop the format for
the four instruments used in the present study.

Major Skill Areas

Many investigators have used a variety of methods to examine
the skills that community education directors should possess:
Berridge (1969), Ederle (1970), Winters (1972), Flores

(1973),

Johnson (1973), Kliminski (1974), Foelber (1976), Lisicich (1977),
Casale (1977), Zemlo (1977), and Hall (1980).

Specific skill areas

identified in the above studies were synthesized by this investi
gator to develop the 12 major skill areas incorporated in the survey
instrument.

Since the purpose of each of these investigations was

briefly stated in the previous chapter, that discussion will not be
repeated here.
It should be noted at this time that the above researchers
reviewed the works of many writers and publications in the field of
community education while conducting their research.

Since these

20
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investigators and publications have had an indirect effect on this
study, the writer would like to acknowledge their contributions to
this investigation.
In the sections that follow, investigations prior to this
writing will be discussed as they relate to each of the 12 skill
areas included in the present study.

Communication

"Communication" or "communicating" was used by Berridge (1969),
Ederle (1970), Winters (1972), Lisicich (1977), Casale (1977), and
Zemlo (1977) as a major skill area in their investigations of the
skills required of community educators.

In addition, Johnson (1973),

Flores (1973), Kliminski (1974), and Foelber (1976) and Hall (1980)
cited specific examples of communicating in their studies.
Berridge (1969) used communicating as one of nine major skill
areas in his instrument.
skills.

Under communicating, he listed 11 specific

Ederle (1970) used communicating as one of seven major

skills with 14 specific components, while Lisicich (1977) used com
munication as one of 14 major skill areas with three specific
components.

Communicating was also considered one of eight major

skill categories by Casale (1977), who listed them as task state
ments.

He listed eight specific task statements dealing with

communicating under this major skill area.

All of the above inves

tigators included writing, speaking and listening in their lists of
specific component skills.

In addition, Zemlo (1977) believed that

each of these three component skills were important enough to list
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separately as major technical skills in his survey instrument.

His

instrument had a total of 17 major skill areas with 150 specific
skills under them, which he labeled component skills.

Of these, 28

were listed under the three major skills of writing, speaking, and
listening.
In addition to the component communication skills of writing,
speaking and listening within all of the above studies, Foelber
(1976)

included critical analysis of readings as one of the skills

in his study.
Finally, for the purpose of defining communicating in this
study, this investigator used the work of Lisicich (1977), Ederle
(1970), and Flores

(1973)

to expand upon the basic definition of

communication— namely, speaking, writing,

listening and reading—

to include the exchange of information with individuals and groups
of various ages and diverse backgrounds.

The definition of commun

icating used by this researcher in the survey instrument is as
follows:

the ability to use appropriate methods

(i.e., reading,

writing, speaking, listening, etc.) to communicate effectively
with individuals and groups of various ages and/or diverse educa
tional, cultural, occupational, and socio-economic backgrounds.
Previous investigators made the following observations regarding
the skill of communicating:

Berridge (1969), indicated that the use

of public relations, listening skills, discussion skills, should be
included in intensive preparations programs.

Ederle (1970) found

the major area of communication contained "the single skill rated
the highest of all the skills in both preservice and inservice
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preparations by respondents" (p. 104).
Johnson (1973) included communication as one of 17 major areas
of training needs of community education directors, while Zemlo
(1977) indicated that the component skills listed under communicating
— oral, written, and aural— were all found to be important.
Lisicich (1977) reported that communicating was one of 11 skills
upon which all three groups in her study— community education direc
tors, community education center directors, and community education
principals— agreed to the extent to which community education
directors should be ideally trained.
Communication was one of the top four most important skills or
tasks within the context of his study reported by Casale (1977).
In addition, community education directors perceived communication
as one of the top two skills in which they were the most proficient.

Evaluating

"Evaluating" was listed by Berridge (1969), Ederle (1970),
Johnson (1973), Lisicich (1977), Casale (1977), and Zemlo (1977) as
a major skill area in their investigations of the skills of a commu
nity education director.

Investigations by Winters (1972), Flores

(1973), Kliminski (1974), Foelber (1976), and Hall (1980) utilized
specific examples of evaluation skills, but didn't use evaluation
as a major skill area.

In addition, other writers in the field

such as Seay (1974), Minzey and Le Tarte (1972), and Schmitt and
Weaver (1979) have included evaluation as a major chapter in their
publications.
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It appears that the investigations by Winters (1972), Flores
(1973), Lisicich (1977), Casale (1977), Zemlo (1977) and Hall (1980)
would support the first notion in this investigator's instrument:
that evaluating is the ability to design and utilize appropriate
procedures to evaluate community education personnel and programs.
Casale (1977) supported the notion that evaluation includes
the ability to analyze the results of the evaluation by asking
"How important is it

for you to be able to interpret survey

data?"

(p. 151).

is implied by the other investigators.

The

This idea

instruments used by Ederle (1970), Lisicich (1977), Casale (1977),
Zemlo (1977), and Hall (1980) all contribute to the belief that
evaluating includes the ability to use the results of an evaluation
to recommend appropriate changes in personnel and programs.
Ederle's (1970) instrument asks the community educator to rank his
or her "ability to use evaluative results to facilitate change"
(p. 125), while Hall

(1980) questioned the extent to which respon

dents would "utilize

evaluation

results for planning

future pro

gramming" (p. 151).
It would appear that the literature supports including evalua
ting as a major skill area.

The definition developed and defined

by this investigator is as follows:
(a)

Evaluating is the ability to

design and utilize appropriate procedures to evaluate community

education personnel and programs,

(b) analyze the results of the

evaluation, and (c) utilize the results of the evaluation to recom
mend appropriate changes in personnel and programs.
The following observations regarding evaluation as a major skill
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area were made by previous investigators.

In the study by Berridge

(1969), evaluation was one of the two major categories from a total
of nine that was not suggested as a content area for an intensive
preparation program for community education directors.
Ederle (1970) reported that "respondents placed a moderate
value on the importance of evaluation skills in community school
director programs of preparation" (p. 105).

Four specific skills

that were considered as a requirement for preparation programs
included:
— Ability to use evaluative results to facilitate change
— Ability to identify those effects of the program that
are measurable
— Ability to identify effects of program on individuals
in the community
— Ability to identify beneficial effects of program on
community in general,
(p. 106)
Johnson (1973) included "research and evaluation" as one of the
17 major areas suggested as training needs for community education
directors, while all 15 of the component skills listed under "eval
uating community education outputs" by Zemlo (1977) were considered
important technical skills.
Finally, both Lisicich (1977) and Casale (1977) reported their
findings regarding the major skill area of evaluating the same as
the skill of communicating, which was just discussed.

In addition,

however, Casale (1977) reported that evaluating was one of the two
skill areas in which community education directors felt the least
competent.
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Assessing Needs

"Assessing needs" was used by Ederle (1970), Johnson (1973),
Lisicich (1977), Zemlo (1977), and Hall (1980) as a major skill area
in their investigations.

Berridge (1969), Winters (1972), Flores

(1973), Kliminski (1974), and Casale (1977) also utilized the skill
"assessing needs" in their instruments, but as part of other major
skill areas such as organization and leadership.

Other writers in

the field, Minzey and LeTarte (1972), have a chapter in their publi
cation entitled "Determining and Meeting Staffing Needs."
Several writers, Ederle (1970), Johnson (1973 ), and Foelber
(1976)

among them, by their use of the terminology "surveying" have

apparently indicated their preference for a particular method to
be used for determining need.

In comparison, Hall (1980) and

Lisicich (1977) seem to believe in a variety of methods for
assessing needs.

One of the questions on Lisicich's (1980) survey

asks the respondent to rate the importance of the skill, "to have
knowledge of various methods of needs assessment" (p. 254).

The

above discussion provided a rationale for the first part of the
definition of assessing needs.
Concerning the second part of the definition used in this inves
tigator's survey instrument, Flores (1973), Kliminski (1974), Foelber
(1976), and Lisicich (1977) all support the notion of involving com.munity members in determining priorities of need.
Finally, with regard to the third component in the definition
of assessing needs, Ederle (1970), Flores (1973), Casale (1977), and
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Zemlo (1977) all support the idea of developing an action plan to
meet Identified needs.
The definition of assessing needs developed by this investi
gator for the purposes of this study is as follows:

the ability to

(a) identify community needs and wants using a variety of methods;
(b) involve community members in determining priorities of need;
and (c) develop an action plan to meet identified needs.
The following observations were made by previous investigators
regarding assessing needs as a major skill area.

Ederle (1970) con

cluded the following with regards to community surveys as a major
skill area:
Community school directors with their characteristic
'too busy' schedules do not feel they have time for leng
thy surveys. . . . The research data reflects that prac
ticing directors feel the following skills should be
embodied in community survey preparation:
-Ability to approach individuals to obtain data
-Knowledge of physical environment of community
-Ability to use data received in a meaningful way.
(p. 106)
Johnson (1973) included surveying as one of 17 major areas of
training needs for community educators, while Zemlo (1977) concluded
that all component skills that he listed under the major skill area
of Surveying Community Education Needs were important.
Lisicich (1977) reported that assessing need was one of the
11 major skill areas in her study which directors, center directors
and building principals agreed upon to the extent to which community
education directors should ideally be trained.
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In contrast to the generally favorable findings of the four
studies just discussed, Hall (1980) reported that assessment was
ranked fifth in importance out of seven major skills by both center
directors and building level community education directors.

However,

she also reported that assessment was ranked third by building
directors who were indicating their need for assistance in developing
skills in this area.

Identifying Resources

"Identifying resources" was used by Lisicich (1977) and Zemlo
(1977) as a major skill category in each of their survey instruments,
while Berridge (1969), Kliminski (1974), and Foelber (1976) used the
specific skills related to identifying resources under other major
skill areas.

Johnson (1973), Winters (1972), and Hall (1980) all

utilized skills somewhat similar to identifying resources in their
survey instruments.

For example, Johnson (1973) used recruiting as

a major skill area.

In addition, Totten and Manley (1969) include

a chapter on community resources in their publication The Community
School.

Berridge (1969), Kliminski (1974) and Foelber (1976) dis<-

cuss identification of resources in general terms, like "identifies
required resources" (Foelber, 1976, p. 176).

In comparison,

Lisicich (1977) asked respondents "to identify existing and poten
tially valuable physical resources for community use" (p. 254).
Zemlo (1977) asked respondents in his survey to indicate the
importance of the following skill:

"to discover informal community

resources (i.e., community residents who serve as gatekeepers or
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are themselves resources)" (p. 212).

Although identifying financial

resources was not specifically stated in the investigations reviewed
by this researcher, it was included in the definition because it
logically could be included within such broad statements as "identify
required resources."

The definition used by this investigator for

identifying resources in this study is as follows:

the ability to

identify the human, physical, and financial resources, both within
and outside the organization, to meet the identified needs of the
community.
Zemlo (1977) found that all of the eight component skills
listed under the major skill of Identifying Community Resources were
found to be important.

Kliminski reported that, of the AO skills

in his study, successful directors ranked identification of commu
nity resources 16th in order of importance, their subordinates
ranked

it 23rd in order of importance, and their superordinates

ranked

it 34th in order of importance.

Lisicich (1977) indicated that resource assessment was also
one of

the 11 major skills that all three of the groups partici

pating

in her study agreed upon the extent to which community educa-

tipn directors should ideally be trained.

Obtaining and Budgeting Funds

"Obtaining and budgeting funds" was utilized as a major skill
area investigated by Winters (1972), Johnson (1973), Lisicich (1977),
Casale (1977), and Zemlo (1977).

The investigations by Berridge

(1969), Ederle (1970), Flores (1973), Kliminski (1974), Foelber
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(1976), and Hall (1980) listed this skill area under other major
headings, such as Identification of Program Components and Resources
(Hall, 1980), Organization (Berridge, 1969), or Organization of
Programs (Ederle, 1970),

In addition, writers such as Minzey and '

LeTarte (1972), Schmitt and Weaver (1979), Berridge, Stark and West
(1977), Totten and Manley (1969), and Whitt (1971) have included
chapters in their publications relating to this skill area.
It appears that the first portion of the definition of this
skill, the ability to utilize both a variety of funding sources and
methods to obtain the necessary funds to finance the community edu
cation program, is supported by Berridge (1969), Ederle (1970),
Winters (1972), Johnson (1973), Kliminski (1974), Lisicich (1977),
Casale (1977), and Hall (1980).
Sources suggested by these authors include local, state and
federal governments.

Methods include taxation, fundraising, and

proposal writing.
The second component of this skill, the ability to develop
appropriate procedures for the collection, distribution, and super
vision of these funds, is included in the instruments of Winters
(1972), Flores

(1973), Foelber (1976), Lisicich (1977), Casale

(1977), Zemlo (1977) and Hall (1980).

The element that is common

among these investigations appears to. be the development and utili
zation of a budget instrument and procedure for maintaining records.
The definition of this major skill area, Obtaining and Budgeting
Funds, developed for this survey instrument by this invesjtigator iss
the ability to (a) utilize a variety of both funding sources and
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methods to obtain the necessary funds to finance the community
education program; and (b) develop appropriate procedures for the
collection, distribution and supervision of these funds.
The following observations have been made by previous investi
gators regarding this skill area.

Winters (1972) reported that:

Directors of community education spend greater portions
of time in: budget planning and administration, fee
collection, and application and administration of State
and Federal funds than in other aspects of finance admin
istration.
(p. 187)
Johnson (1973) indicated that finance should be considered as
one of 17 areas in which community education directors should be
trained.
Zemlo (1977) reported that all nine of the component skills
listed under Financing Community Education Programs in his study
were found to be important by the community education directors
completing his survey.
By comparison, Lisicich (1977) reported that community educa
tion directors had a significantly higher perception of the extent
to which community education directors should be trained in this
skill area than community education center directors and community
education principals.
In contrast, Casale (1977) in the context of his study indicated
that the skill finance ranked in the bottom half in terms of impor
tance among the eight skill areas in his study.

Coordinating

"Coordinating" was utilized as a major skill area in the
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investigations by Winters (1972), Johnson (1973), Lisicich (1977),
Casale (1977), and Hall (1980), while Berridge (1969), Ederle (1970),
Flores (1973), Kliminski (1974), and Foelber (1976) used coordinating
as part of their respective investigations under other major skill
categories.

In addition, Coordinating Community Efforts was a

chapter in a publication by Berridge et al.

(1977).

All of the above investigations influenced this researcher's
definition of coordinating.

However, Lisicich (1977) and Hall (1980)

had the greatest impact.
Lisicich listed the following skill categories in her instru-

5. To effect collaboration among and between community
agencies
a. To facilitate cooperation between community agen
cies and groups
b.
To have knowledge of various methods to build
desirable trust levels among community agencies,
organizations, groups and individuals
c. To assist the development of mutually desirable
and attainable goals with other community agencies
and organizations
d. To honor the autonomy of existing services, agen
cies, facilities, programs and organisations] in the
community,
(p. 255)
Hall (1980) stated,
The coordination process brings together public and
private agencies and organizations within the commu
nity so that the delivery of services is improved and
duplication is avoided.
Community education provides
the framework for coordination by soliciting the coop
eration of agencies and residents in identifying ser
vices and resources and mobilizing them to meet needs
more effectively,
(p. 144)
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For this investigation, coordinating was defined as:

the

ability to utilize the resources of both public and private agencies
to meet the identified needs of the community.
Previous investigators have made the following observations
regarding the skill area coordinating.
Johnson (1973) indicated that coordinating was listed both as
one of the 12 major components of the role of the community educator
and as one of the 17 training components in his Leadership Training
Model.
Winters (1972) concluded from his investigation that:
Community education coordinates its efforts most
frequently with:
recreational agencies, P.T.A. and
parent groups, health and welfare agencies, and civic
and fraternal organizations. . . .
The nature of coordination with community agencies
is generally informal.
This is supported by the high
percentage of directors who reported an informal coor
dinating process (p. 131) and the types of communication
channels that were used for coordinating,
(p. 187)
Winters (1972) also reported that coordination was one of the
five functions that were listed in his study as ideal priorities
in programming of community education directors.
Both Casale (1977) and Lisicich (1977) reported similar findings
as they did with the skills evaluating and communicating.

Lisicich

(1977) reported within the context of her study that coordinating
was one of the 11 skills that all three groups in her study agreed
upon to the extent to which community education directors should
ideally be trained.

Casale (1977) indicated that coordinating was

ranked as one of the top four skills within the context of his study.
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In addition, Hall (1980) reported that center directors ranked
coordinating number one in her study in terms of perceived impor
tance, while building directors ranked it at 3.5 for importance and
four in terms of perceived need for assistance.

Programming

"Programming" has been utilized as a major skill area in the
investigations conducted by Berridge (1969), Ederle (1970), Johnson
(1973), Casale (1977), Zemlo (1977), and Hall (1980).

It has also

been listed as a skill under a different major heading by Winters
(1972), Flores (1973), Kliminski (1974), Foelber (1976) and Lisicich
(1977).

In addition, various writers in the field such as Minzey

and LeTarte (1972) and Seay (1974) dedicated entire chapters in
their publications to the skill of programming.
• Berridge (1969) and Ederle (1970) list 11 and 12 specific
programs respectively,

(such as adult education programs, family

programs, and youth programs) under their major heading "program
ming."

Casale (1977) lists similar specific programs, but in

addition asks questions like, "How important is it for you to be
able to identify the values and attitudes of various racial and
ethnic groups?" and "How important is it for you to be able to
increase the contact between people of different cultures?" (p. 149).
All of the above investigations helped influence this writer’s
definition of programming, with the greatest influence being attri
buted to Flores (1973) and Hall (1980).

Flores (1973) described

the following behavior in his survey regarding the skill programming:
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[Programming is the] ability to adapt programs, facili
ties and resources into activities and experiences which
help solve current human problems.
This is in juxtapo
sition to the traditional practice of dealing with
deferred learning problems,
(p. 163)
Hall (1980), in describing the process of programming, one of
seven major processes in her investigation, stated, "the process
of program development generates services and academic, social,
cultural and recreational offerings for all ages based on identified
needs and interests of the community" (p. 147).
Utilizing the investigations just discussed, the writer posits
the following definition of programming for this investigation:
Programming is the ability to develop and implement appropriate
community services and programs (i.e. educational, recreational,
social, cultural, etc.) to meet the identified needs and wants of
individuals of all ages within the community.
Previous investigators have made the following observations
regarding the skill of programming.

Berridge (1969) recommended

that the ability to develop the following programs under the pro
gramming category be included in an intensive preparation program:
youth programs, adult education, job training, youth enrichment,
family and senior citizens programs.

Ederle (1970) recommended in

his study that programming for all of the groups suggested by
Berridge (1969), as well as summer programs and physical fitness
programs, be part of the first priority skills in his framework of
guidelines for a preparation program for community school directors.
Johnson (1973) indicated that programming should be considered
one of the 12 major components in defining the role of the community
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education director.

Zetnlo (1977) indicated that all seven of the

component skills listed under the major skill area, Establishing
Community Education Programs, were found to be important.
In comparison, Casale (1977) indicated that programming was in

•

the bottom half of the major skills in his study and Hall (1980)
indicated a rather low ranking by both center directors (4) and
community education directors

(3.5).

In addition, she reported that

community education directors ranked programming the lowest (7) of
all the skills in terms of need for assistance in developing or
refining a skill.

Involving Community

"Involving community" has been utilized by Johnson (1973),
Lisicich (1977), and Hall (1980) as a major skill category in their
investigations, while Berridge (1969), Ederle (1970), Winters (1972),
Kliminski (1974) and Casale (1977) have listed it as a skill under
another major skill category.

In addition, Schmitt and Weaver

(1979), Whitt (1971), and Seay (1974) have chapters in their respec
tive publications discussing various aspects of community involve-;
ment.
Several investigators, by their use of the terminology in their
survey instruments, might lead one to believe that involving commu
nity is limited to utilizing community advisory councils (Berridge,
1969; Ederle, 1970).
(1977)

However, this is not the case with Lisicich

and Hall (1980), who greatly influenced this investigator's

definition of involving community.
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Lisicich (1977), in her survey instrument, asked individuals
to rate the importance of the skills listed under the major skill
area:
To develop community leadership and involvement
a. To recruit and involve people in community
education programs
b.
To convey to community members the knowledge,
skills and values they possess and then to assist
them in realizing their own resource-giving poten
tial
c. To assist people in broadening their perspec
tives on life and to assist them in facilitating
and accepting change
d. To assist others in realizing a feeling of per
sonal power that helps them to risk change and
take responsibility
e. To expand a communi[t y 's ] understanding of the
social and political forces that operate in their
community and other communities
f. To organize people in teams to meet community
needs
g. To assist groups to set and attain goals and
obtain appropriate decisions through group process.
(p. 255)
Hall (1980), in her survey instrument, introduced the 12 ques
tions on citizen involvement by describing the citizen involvement
process.

She stated:

The citizen involvement process is designed to create
increased awareness of the need for citizen participation
in the problem solving, secure broad representation from
the community and provide a mechanism wherein the greatest
possible citizen involvement in decision making is rea
lized.
(p. 136)
Based to a great extent on the survey instruments of Lisicich
(1977)

and Hall (1980), this investigator posits his definition of
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involving community as it is used in this investigation.

Involving

community is the ability to use various strategies to increase the
opportunity for citizen involvement in the decision-making and
problem-solving process within the community.
The following observations have been made by investigators in
the field regarding the skill of involving community.
Johnson (1973) indicated that community involvement should be
considered one of the 12 major components defining the role of the
community education director.
Lisicich (1977) recommended that "greater emphasis on the
specific competencies of ...

. 'leadership development and community

involvement1 . . . should be encouraged in training programs"
(p. 202).

In addition, she indicated that involving community was

one of the 11 skills that all three groups in her study agreed upon
to the extent to which community education directors should be
ideally trained.
Finally, Hall (1980) concurred with the previous investigators
when she reported that citizen involvement ranked number two by
both center directors and community education building directors.
She also reported that this skill was ranked number one with regard
to the building directors' perceived need for assistance in devel
oping the skill.

Training

"Training" has been utilized as a major skill area in the
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investigations conducted by Johnson (1973) and Hall (1980), while
Berridge (1969), Ederle (1970), Flores (1973), Kliminski (1974),
Foelber (1976), Lisicich (1977), and Casale (1977) use it as a skill
under a related major skill area.

Several investigators (Kliminski,

1974; Foelber, 1976; Ederle, 1970; and Lisicich, 1977) appear to
believe that training is only a skill area to be utilized with staff.
This is indicated by their choice of survey questions.

In compari

son, Berridge (1969) and Casale (1977) appear to support the notion
that this skill would be utilized for community members as well as
staff.

For example, Casale (1977) asked the following questions in

his surveys

"How important is it for you to be able to arrange

for the professional growth of your staff?

(staff development)" and

"How important is it for you to be able to train volunteers?"
(p. 149).
Flores (1973) and Hall (1980) described the training function
in more general terms in their survey instruments.

Flores (1973)

viewed training as the "ability to organize and develop needed
pre-service and in-service training programs which perpetuate the
community education concept via leadership qualities that stimulate
small and large groups toward action" (p. 162).

Hall (1980) stated

"The training process lays the foundation for positive citizen
participation by providing opportunities for community members to '
develop knowledge and skills for leadership and involvement"
(p. 139).
Based upon the literature just discussed, the writer utilized
the following definition of training for the purpose of this
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investigation:

Training is the ability to identify the skills

needed by staff and community members, and to develop strategies
to train individuals in those skills.
Previous investigators have made the following observations
about training.

Johnson (1973) Indicated that training should be

included as one of the 12 major components in the role of a commu
nity education director.
Flores (1973) reported that of 135 competencies provided by a
panel of experts, the following statement regarding training was
one of 16 considered to be essential to community education direct
tors:
ability to organize and develop needed pre-service and
in-service training programs which perpetuate the com
munity education concept via leadership qualities that
stimulate small and large groups toward action,
(p. 113)
In contrast, Hall (1980) reported that both community education
building directors and center directors ranked this skill the lowest
(7) in terms of perceived importance.

However, the building direc

tors did rank it second in terms of need for assistance in devel
oping the skill.

Organizing

"Organizing" has been utilized as a major skill area in inves
tigations by Berridge (1969), Ederle (1970), Flores (1973), and
Casale (1977).

Other investigators such as Kliminski (1974),

Foelber (1976), Lisicich (1977) and Hall (1980) have utilized skills
that relate to organizing under other major skill areas in their
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Investigations.
Previous investigators have allowed a very broad interpretation
of what types of activities might be included under the skill of
organizing.

For example, Berridge (1969) in his survey instrument

included the following skills under his major skill area of Organi
zation:
methods of orienting community leaders
methods of orienting staff members
conducting community surveys
using lay persons in the program
establishing community advisory boards
establishing neighborhood advisory boards
local financing
state financing
federal financing
local, state and federal taxation,
(p. 150)
Ederle (1970) included the following list of skills under this
major heading of Organization of Programs:
Knowledge of role of the school principal, superinten
dent, and school board in the community school
Knowledge of community school organizational models
Knowledge of school law affecting Community School
operation
Orientation of school staff to operation of community
school
Ability to obtain lay cooperation in planning and
function
Ability to survey community for program needs
Ability to organize citizen advisory boards
Ability to enlist local agencies and resources,

(p. 124)

Some of the questions posed by Casale (1980) under the skill
Organization include:
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How important is it for you to control inventory?
(supplies and materials)
How important is it for you to be able to maintain
records and files?
How important is it for you to be able to establish a
community resource profile?
(an inventory of community
resources, people, clubs and agencies)
How important is it for you to be able to organize and
schedule your own time?
(pp. 148-9)
Since the opinions of previous investigators vary on what con
stitutes skills under the major heading of organization, this writer
chose to pick out the one feature common to all these skills when
developing the following definition.

Organizing is defined as the

ability to structure activities to implement the programs and ser
vices of the community education department.

Most of the investi

gations previously listed would be able to fit their specific skills
under this definition
Berridge (1969) recommended that five of the skills listed as
part of the Organization skills category in his study be included
in an intensive preparation program for community education direc
tors.

Ederle (1970) reported that "respondents felt that the

success of the community school director is determined to a large
degree by his abilities to organize resources to meet the specific
needs of the community" (p. 104).
Flores (1973) indicated that the organizing function was one
of five functions "considered essential to community education
leaders of the future" (p. 108).
In contrast to the above three studies, Casale (1977) reported
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that organizing was one of two skills ranked the lowest by community
education directors within the context of his study.

Leading

"Leading" or leadership has been listed as a major skill area
by various investigators, including Johnson (1973), Casale (1977),
Zemlo (1977), and Hall (1980).

Berridge (1969), Kliminski (1974),

Foelber (1976) and Lisicich (1977) also enumerated skills that were
closely related to the term "leading" in their investigations.
Several writers, including Seay (1974) and Schmitt and Weaver (1979),
have also included a chapter in their publications on this skill
area.
Johnson (1973), Flores (1973), Kliminski (1974), and Lisicich
(1977)

all support the idea

that

leading is the ability to assist

individuals and groups to identify and achieve goals.

For example,

one of the statements that Kliminski (1974) asked respondents to
rate in terms of importance was "I demonstrate initiative and per
sistence in goal attainment" (p. 133).
Kliminski (1974), Foelber (1976), and Zemlo (1977) support the
notion that leading is the ability to create a positive organiza
tional climate.

For example, Zemlo (1977) asked individuals to rate

the importance of the following component skills under the major
skill:
Creating the Proper Organizational Climate
a.

To display an authentic concern for people
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b.
To communicate to others a recognition of their
strengths and capabilities
c.

To display an ability to empathize

d.

To understand and accept group members as

e.

To recognize the system's power base

f.

To provide internal control within the organization

individuals

g. To know and use communications patterns which are
beneficial to group cohesiveness.
(pp. 216-7)
Winters (1972), Flores (1973), Lisicich (1977), and Casale (1977)
support the idea that leading is the ability to help people resolve
problems.

In solving problems, these investigators view the

leader as the change agent.

Casale (1977) asked the question "How

important is it for you to implement organizational change?" (p. 152).
Casale (1977) and Zemlo (1977) believe that leading is the abil
ity to facilitate group process.

Casale (1977) asked in his survey

instrument "How important is it for you to be able to facilitate
group change?" (p. 152).
The final idea presented is that leading is the ability to
develop leadership ability among members of the community, which is
supported by the survey instruments of Berridge (1969), Foelber
(1976), Casale (1977), and Lisicich (1977).

For example, Lisicich

(1977) asked respondents how important it is "to assist others to
develop strategies for program development and to chart the results
they desire" (p. 256).
The five ideas just discussed make up a definition of leading
that this investigator utilized for this investigation, stated as
follows:

Leading is the ability to (a) assist individuals and
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groups to identify and achieve goals,
izational climate,
group

(b) create a positive organ

(c) help people resolve problems,

(d) facilitate

process, and (e) develop leadership ability among members

of the community.
Johnson (1973) indicated that demonstrating leadership was one
of the 12 major skills for the role of community educators, while
Zemlo (1977) reported that all nine of the component skills under
Leading Groups in his survey instrument were found to be important.
In addition, Casale (1977) reported that leadership was ranked
among the top two skills by community education directors partic
ipating in his study.
A comparison of the above three studies with the findings of
Hall (1980) reveals an interesting contrast among the studies.
Hall (1980) indicated that both the center directors and building
community education directors ranked leadership sixth out of seven
skills in terms of importance.

In addition, building directors

also ranked leadership sixth in terms of need for assistance in
developing that skill.

Managing Interpersonal Relations

"Managing interpersonal relations" is the 12th and final major
skill area to be discussed.

It is rather unique because previous

investigators have not utilized this term as a major skill area in
their investigations.

However, it does encompass what Kliminski

(1974), Lisicich (1977), and Foelber (1976) called human skills.
In addition, related skills have been used by Berridge (1969),
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Ederle (1970), Flores (1973) and Casale (1977) In their investi
gations.
Kliminski (1974), Foelber (1976) and Lisicich (1977) all
support the notion that managing interpersonal relations is the
ability to be perceived as being patient, caring, understanding
and considerate.

Flores (1973) put forth

the idea that it is

important for a community educator to have the "ability to exhibit
the essential qualities of faith, trust and compassion in dealing
with people by relating to them in a manner which inspires self
actualization" (p. 162).

Foelber (1976) in his survey asked how

important it was that a community education director "has a high
estimate of human potential, believing all can learn and achieve if
adequate opportunity is had" (p. 174).
In essence, the three ideas just presented make up the compo
nents of this writer's definition of managing interpersonal rela
tions, which is:

the ability to (a) be perceived as being patient,

caring, understanding and considerate;

(b) exhibit the essential

qualities of faith, trust and compassion in dealing with people;
and (c) demonstrate a high estimate of human potential, believing
all can learn and achieve if the opportunity is made available.
This investigator believes that this definition encompasses most of
the skills that might be placed in the category of the major skill,
managing interpersonal relations.
Kliminski (1974) reported that of the four specific skills
ranked most important by both groups in his study, at least two
were classified into the major area of human skills.

Lisicich (1977)
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indicated that all three groups in her study agreed upon the extent
to which community education directors should be ideally trained
in human skills.

Foelber (1976) reported that those skills classi

fied as human skills were rated much higher by community education
directors, principals and advisory council members than the other
two major skill areas in his study.

In addition, he recommended

that "interpersonal skill training [be considered] as an important
component of any training program" (p. 151).
Once again, the reader is reminded that the human skills
discussed in these three studies were considered to be part of the
major skill area this investigator has labelled as "managing inter
personal relations" within the context of this study.

Summary Section One

In the first section of this chapter, this writer discussed how
investigators of previous studies and writers in the field of
community education have contributed to the choice of the 12 major
skill areas of community education directors that were utilized in
this investigation.

The investigator also demonstrated how previous

investigations have influenced his definition for each of the 12
skill areas.

Finally, the writer gave examples of the conclusions

that previous investigators have made regarding each skill area.

Needs Assessment and the Naturalistic Method of Inquiry

This section will discuss "needs assessment," "need," and "nat
uralistic method of inquiry" literature as they contributed to the
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development of the survey instrument and collection of data for
this investigation.
Investigations by Suarez (1980) and Roth

(1978), and publica

tions by Kaufman and English (1979) and Stufflebeam (1977a, 1977b)
will be reviewed as they relate to needs assessment while Guba's
(1978) publication on the naturalistic method of inquiry will be
discussed.

None of the above investigations specifically discussed

needs assessment within the context of training needs for community
education directors in their studies.

However,

these investiga

tions do provide an appropriate background for discussing the con
cept of needs assessment, needs and naturalistic inquiry within
the context of the present investigation.

Needs Assessment

Kaufman and English (1979) define a needs assessment as
a formal process which determines the gaps between
current outputs or outcomes and required or desired
outcomes or outputs; places these gaps in priority
order; and selects the most important for resolution.
(p. 8)
Within the context of this study,

the researcher will only examine

the process by which the training needs of community education
directors are determined and how these gaps might be placed in
priority order.
Since Suarez (1980), Stufflebeam (1977b),. Kaufman and English
(1979) imply there are multiple factors to be considered when
assessing needs, this investigator assumes that needs are relative.
As a result, this investigator believes that the process by
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which training needs of community education directors are assessed
will be affected by (a) how needs are defined,
fying them,

(b) who is identi

(c) the context in which they are identified,

(d) when

they are identified, and (e) the types of needs identified.

Each

of these will be discussed in further detail as they relate to the
present investigation.

Definitions of Need

Stufflebeam (1977b) suggested "that approaches to needs assess
ment varied greatly depending on how the term need was defined;
moreover, there was considerable confusion and disagreement about
what the term means" (p. 5).

The various definitions of "need"

presented in previous studies will be discussed in further detail.
Kaufman and English (1979) defined need as a gap that exists
between future desired and required outcomes, or, more succinctly,
"needs are gaps between 'what i s 1 and 'what should b e 1 in terms of
results, not processes or conditions" (p. 37).

Suarez (1980)

reported that "while all definitions of need as a discrepancy do
not agree with Kaufman's emphasis on ends as the focus of needs
assessment, the definition of need as a discrepancy remains as the
most often used . . . for needs assessment" (p. 33).
Stufflebeam (1977a) reported the following four definitions
of "need" from his review of the literature:
Discrepancy View A need is a discrepancy between de
sired performance and observed or predicted performance.
Democratic View
A need is a change desired by a major
ity of some reference group.
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Diagnostic View A need is something whose absence or
deficiency proves harmful.
Analytic View A need is the direction in which improve
ment can be predicted to occur given information about
current s'tatus.
(pp. 1-2)
In addition, Roth (1978) suggested the following expanded view
of need based upon the formula of need listed below:
X - A = N
where:

X = target state
A = actual state
N = need (Where the actual state already exceeds
the target state there obviously is a surplus
rather than a need.
The surplus indicates
some potential for reallocation of resources.)

This formula can be used to produce different relation
ships depending on how the target state is defined.
If X represents an ideal state, then:
ideal - actual = goal deficit (the actual has fallen
short of the ideal).
Similarly, if X represents the desired state, expected
state, norm, or minimal satisfactory state, then we
have respectively:
desired - actual = want deficit (people are not
getting what they want).
expected - actual = expectancy deficit (the uni
laterally expected outcome
has not been achieved).
norm - actual = norm deficit (the national average
is not being attained).
minimal sufficient - actual » essential deficit
(the basics are not
being met),
(pp. 32-33)
In comparing the definitions presented by Stufflebeam (1977a)
and Roth (1978), Suarez (1980) suggested:
tions of need to be:

"they found the defini

(a) a discrepancy between targeted and actual
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states,

(b) a want or preference,

(c) a necessity, and (d) an antic

ipated or expected event or outcome" (p. 35).

It appears that the

definition suggested by Kaufman and English (1979) would concur with
the first observation by Suarez (1980).

Who Identified Needs

Both Roth (1978) and Kaufman and English (1979) support the
notion that who participates in the needs assessment will affect the
outcome.

In the context of her study, Roth (1978) suggested that

program staff, experts in the field and clients all must participate
in needs assessment activities to be successful.

In addition,

Kaufman and English (1979) stated, "values of people, individually
and collectively, are an integral and undeniable fact of needs
assessment and planning"

(p. 29).

The investigator incorporated two different populations, commu
nity education directors and community education center directors,
into this study and measured their perception regarding the impor
tance of the 12 skill areas using instruments B and D (Appendices
B and D).

Demographic data regarding "who" identified various

needs was also collected.

Context of Needs

Kaufman and English (1979) posit that there is a taxonomy for
assessing needs,
one for each of the six different functions of the system
approach model: Alpha (1.0), Beta (2.0), Gamma (3.0),
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Delta (4.0), Epsilon (5.0) and Zeta (6.0). Each mode
differentially starts at one of the six system approach
steps (or functions), these differing according to the
available data and/or existing restrictions placed upon
the needs assessment process,
(p. 56)
Appendix E discussed the details, characteristic and context in
which each of the six models would be used and their relationship
to a systems approach referent.
It would appear that the present study is a "Beta-type needs
assessment" mode since it is attempting to perceive the training
needs, using a variety of methods, and "need" appears to be both
an outcome gap and a process gap.

Whereas most of the previous

studies of assessing training needs in community education appear
to have been limited to the "Gamma needs assessment" approach
ordering skills for ranking purposes only, the present study uses
several methods to perceive training needs.

Hence it is considered

to be a "Beta type needs assessment" by this writer.

However, in

the opinion of this writer, this investigation would be considered
a "Gamma needs assessment" if individuals were only asked to order
skills for the purpose of obtaining a ranking and no follow up study
was conducted.

Types of Needs Identified

It would appear that the 12 major skill areas identified in
this study could be classified as being either "basic" or "incre
mental" depending on the individual completing the instrument.
According to Roth (1978), "basic need is defined as a need which
is presently being met but needs to be maintained.

By contrast, an
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incremental need is a new, yet-to-be-remedied need.

Alternative

terms for each are, respectively, maintenance and add-on" (p. 46).
Stufflebeam (1977b) also classified needs into two categories:
primary and secondary.

He described them as follows:

The primary needs are fundamental.
In the language
of research they are dependent or consequential variables.
In education they usually refer to the achievement levels
.of children. . . .
The secondary needs are derived from and contribute
to fulfilling the primary needs.
The secondary needs are
the independent or instrumental variables.
They are
those variables that can be shown through some rational
means, such as research or past experience, to be neces
sary or useful in promoting human growth and development.
(p. 14)
This investigator would posit that Instrument C— Perceived Need
for Training (Appendix C)— would measure both incremental, those
skills ranked in the top half, and basic, those skills ranked in
the bottom half.

Perhaps it is important to note that both basic

and incremental needs would be relative to the individual completing
the needs assessment instrument.
In addition, the investigator would suggest that primary needs
would probably be those skills that were measured by instruments B
(Appendix B) and D (Appendix D ) .

When Needs Are Identified

Kaufman and English (1979) support the notion that since needs
are relative, when they are identified will affect what needs are
identified.

They state, "What is deemed essential by any given

social order is subject to change over a period of. time; no one set
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of skills, knowledges and attitude is ever totally permanent" (p. 28).
One result of this investigator's belief, the

concept that when

needs are identified will affect what needs are identified, was incor
porating several concepts within the "naturalistic method of inquiry"
discussed in the next section into the methodology of this investi
gation.

Naturalistic Method of Inquiry

Since needs are relative and not absolute, Guba's (1978) discus
sion of the concept of "reality manifold" and methods of naturalistic
inquiry were incorporated.into the methodology of this study.
Guba (1978) suggested that reality only exists in the minds of
individual people and will depend on the separate perceptions of
each of these individuals.

This is supported by Kaufman's and

English's (1979) discussion on values previously discussed.

Because

each individual has different perceptions, a multiple reality will
exist.
The following statement by Guba (1978) supports the concept of
multiple realities.

The previous statement by Kaufman and English

(1979), regarding when needs are identified, also supports this
concept.

Guba (1978) stated:

The reality manifold is constantly changing in terms of
time, people, episodes, settings and circumstances.
One
should expect 'reality' to be different at different times,
recognizing the difference will depend on the situation
and not necessarily or merely on a lack of reliability
in methodology,
(p. 15)
In discussing the methods used by both conventional and
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naturalistic inquirers, Guba (1978) indicated that both want to be
objective; however, he stated:
the meaning which they ascribe to that term is quite
different.
The conventional inquirer strives for objec
tivity in the sense of inter-subjective agreement, i.e.
agreement among two or more equally competent observers.
The naturalistic inquirer, for a variety of reasons, not
the least of which is the belief in a multiple reality,
places little store in that form of objectivity and
strives instead for confirmability, i.e. agreement among
a variety of information sources,
(p. 17)
In an attempt to reflect several realities of identifying
training needs for community education directors, four instruments
were developed.

Instrument A — Perceived Amount of Time (Appendix

A)— measured the perceived amount of time that community education
directors thought they were using the 12 skill areas.
B— Perceived Importance

Instrument

(Appendix B)— measured the perceived impor

tance of the 12 major skills in the study by community education
directors.

Instrument C— Perceived Need for Training (Appendix C)—

measured the community education directors’ perceived need for
additional training in the 12 major skill areas in the study.

The

fourth instrument, D, Perceived Importance of Experts (Appendix D)
measured the community education center directors' perceived impor
tance of the 12 major skill areas.
In addition to these four instruments, the investigator con
ducted a follow-up study of the respondents in an attempt to use
confirmability to determine the rationale for the results of the
study.
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CHAPTER III

DESIGN AND METHODOLOGY

Introduction

This chapter will be divided into six major subdivisions:
(a) overview,

(b) study design,

ulation of the study,

(c) instrument development,

(d) pop

(e) data collection, and (f) data analysis.

Overview

The primary purpose of this study was to examine different
methods for determining training needs of community education
directors, and make recommendations to be considered when identi
fying training needs and planning training programs for community
education directors.

The following procedures, which will be

discussed in greater detail later in this chapter, were utilized
to achieve this purpose.
First, the investigator developed the overall design of the
study by reviewing need and needs assessment literature to deter
mine what definitions of need should be used in this study, since
each definition would represent different methods for determining
the training needs of community education directors.
Second, the community education literature was reviewed to
develop a list of major skills utilized by community education
directors.

These skill areas and the various definitions of need
56
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were then used as a basis to develop the four survey instruments.
Each survey was sent to one of four groups of selected community
educators.

The data were then analyzed using the DECsystem 1099

computer at Western Michigan University made by the Digital Equip
ment Corporation, using version 8.1 of the SPSS (Statistical Package
of the Social Sciences).
Next a summary of selected findings was sent to a number of
respondents who were asked their opinions regarding the reasons for
those results.
Finally, based upon the information gathered during this inves
tigation, the researcher made recommendations to be considered when
identifying training needs and planning training programs for commu
nity education directors.

Study Design

Based upon a review of the needs and needs assessment literature,
this investigator selected the four methods of determining the
training needs of community education directors that were to be
examined in this study.

Each of these four methods are represented

by one of the survey instruments discussed below.

The use of several

instruments together, also discussed below, could represent additional
methods by which the training needs of community education directors
might be assessed.
Survey Instrument A (Appendix A^ which measured the Perceived
Amount of Time a skill is used by a community education director,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

58
represents a job analysis approach to needs assessment.

Survey

Instrument B (Appendix B ) , which measured the Perceived Importance
of a skill by a community education director, was employed to
represent the democratic view of need.

The assumption underlying

the democratic view of need is that when a majority of individuals
think a skill is important, it then becomes a training need.

Survey

Instrument C (Appendix C), which measured Perceived Need for Training
by community education directors, was used to measure need as a
discrepancy between an ideal state and actual state.

Instrument D

(Appendix D ) , which measured the Perceived Importance of a skill by
a group of experts, was intended to represent the diagnostic view
of need presented by Stufflebeam (1977b).
The use of a combination of instruments (Lisicich, 1977; Hall,
1980) such as B and C to measure perceived importance by community
education directors and perceived need for additional training would
appear to represent Suarez's (1980) view of need as a necessity.
Finally, using any combination of three or more of the instru
ments

perhaps would represent the analytic view of need suggested

by Stufflebeam (1977b).

Instrument Development

Since a review of the community education literature did not
reveal an appropriate instrument that could be utilized in this
study, it was necessary to develop an instrument to be used specif
ically for this investigation.

This was accomplished by synthe

sizing the major skill areas of community educators discussed in
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the literature.
The rationale and specific definition for each of the 12 major
skill areas utilized in this study was discussed in Chapter II.
The 12 major skill areas utilized in Part II of each of the
four surveys were the same; however, the directions for completing
Part II of each survey w ere different.

The basic differences in

the directions for each survey are listed below:
Survey A — Perceived percent of time skill is used
(Appendix A). . . . based upon your perception of the
amount of time that you utilize each skill during an
average work week, please distribute 100 percentage
points among the 12 major skill areas.
Survey B ~ P e r c e i v e d importance of skill (Appendix B ) .
. . . based upon how important you perceive each skill
to be, please distribute 100 points among the 12 major
skill areas.
Survey C— Perceived need
. . . based upon
training in each
among the 12 major skill

for training (Appendix C) .
your perceived
need for additional
skill, please distribute 100 points
areas.

Survey D — Perceived importance of skill by experts
(Appendix D). . . . based upon how important you per
ceive each skill to be, please distribute 100 points
among the 12 major skill areas.
Please note that

even

populations, the

directions for both

though Surveys

B and D sample

two different

surveys are the same,inasmuch

as both surveys investigated the perceived importance of each skill.
The instructions for completing Part I, the demographic
sectiop, were the same for all four groups.

However, Part I of

Survey D (Appendix D) did not ask the university center directors
to respond to questions one and four that are included in Surveys
A, B and C.

These questions were not apropos for center directors.
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In addition, the wording of question 10 on surveys A, B and C was
changed in survey D so that center directors answered the question
in the context of what type of community they believe they serve
rather than in the context of the type of community in which they
work.

Validity

The instruments used in this were believed to have content
and face validity.

The content validity of the instrument

is based upon the 12 m ajor skill areas that were derived from the
literature review.
The instrument was deemed to have face validity by several
professors at Western Michigan University.
Given that the instrument had face and content validity,
question remained:

the

Could the instrument discriminate among dif

ferences in perceptions and activities held by or engaged in by
the respondents?

The procedure used by this investigator to answer

this question was as follows:

First, hypothetical role descrip

tions were written that described the schedule and decisions made
by community education directors during a typical day (Appendix F ) .
Two role descriptions w e r e written for survey instruments A, B and C.
Second, the investigator estimated which skills would be deemed
most important by individuals completing a survey instrument based
upon the role description they read and assumed while completing
this survey.
Third, 30 students enrolled in classes at Western Michigan
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on sense sheets and put on magnetic tape by Testing Services at
Western Michigan University.

The DECsystem 1099 computer at Western

Michigan University, made by the Digital Equipment Corporation,
made the statistical analysis listed below using version 8.1 of the
SPSS (Statistical Package of the Social Sciences).
First, the median scores of each of the major skill areas were
utilized to determine the ranking of each major skill within each
of the four groups.
Second, the correlation coefficient between the rankings of
each of the four groups was made using the Spearman Rho Rank
Correlation Coefficient (Siegel, 1956).
Third, the non parametric Kruskal-Wallis one-way analysis of
variance was used to determine if there is a difference between the
scores of the four groups for each of the major skill areas.
Fourth, a further analysis of the skill areas in which a dif
ference in the scores was reported was made using the DistributionFree Multiple Comparisons Based on Kruskal-Wallis Rank Sums
(Hollander & Wolfe, 1973).
Fifth, cross tabulations on the demographic data w ere made.
Sixth, the statistical results were shared with a select group
of respondents to determine w hy they think the results turned out
as they did.
Finally, based upon the statistical analysis and the confirma
tion effort made of the respondents' interpretations of the results,
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on sense sheets and put on magnetic tape by Testing Services at
Western Michigan University.

The DECsystem 1099 computer at Western

Michigan University, made by the Digital Equipment Corporation,
made the statistical analysis listed below using version 8.1 of the
SPSS (Statistical Package of the Social Sciences).
First, the median scores of each of the major skill areas were
utilized to determine the ranking of each major skill within each
of the four groups.
Second, the correlation coefficient between the rankings of
each of the four groups was made using the Spearman Rho Rank
Correlation Coefficient

(Siegel, 1956).

Third, the non parametric Kruskal-Wallis one-way analysis of
variance was used to determine if there is a difference between the
scores of the four groups

for each of the major skill

Fourth, a further analysis of

areas.

the skill areas in

which a dif

ference in the scores was

reported was made using the

Distribution-

Free Multiple Comparisons

Based on Kruskal-Wallis Rank Sums

(Hollander & Wolfe, 1973).
Fifth, cross tabulations on the demographic data were made.
Sixth, the statistical results were shared with a select group
of respondents to determine why they think the results turned out
as they did.
Finally, based upon the statistical analysis and the confirma
tion effort made of the respondents' interpretations of the results,
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the investigator made recommendations to be considered when identi
fying training needs and planning training programs for community
education directors.
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CHAPTER IV

REPORT OF THE FINDINGS

Introduction

The primary purpose of this study was to examine different
methods for assessing the training needs of community education
directors.

In addition, recommendations to be considered when

identifying training needs of community education directors and
planning training programs for community education directors were
made.

.
There

was a

total of four groups in the study.

Each group

completed a different survey instrument on which demographic data
were recorded as well as perceptions about 12 major skills utilized
by community education directors as defined in this study.
These perceptions wer e across four dimensions, one for each
group.

Group 1 completed the instrument based on the "perceived

amount of time they utilized each of the 12 skill areas."

Group 2

completed the instrument according to the "perceived importance of
each skill."

Group 3 completed the instrument on the "perceived

need for additional training," while Group 4 completed the instru
ment on the basis of the "perceived importance of each skill."
It should be noted that groups 1, 2, and 3 were community edu
cation directors while group 4 was a panel of expert trainers
(community education center directors).

68
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The data collected with regard to the survey instruments is
reported in the following section based upon questions regarding the
following major areas:

demographics, comparison of perceptions of

groups 1, 2, and 3, and comparisons of perceptions of groups 1, 2,
3, and 4.

Each of these constitute the remaining sections in this

chapter.

Demographic Data

This section w ill answer questions regarding the demographic
data collected from the groups in the study.

Data Collection

Question 1:

Who participated in the study?

Of the 150 survey instruments mailed to community education
directors in Minnesota and ten survey instruments mailed to community
education center directors on July 31, 1981, 119 surveys
w ere received within three weeks.

(74.3%)

A second mailing to the non

respondents on August 21, 1981 resulted in the collection of an
additional 34 survey instruments for an overall return rate of 153
from a possible 160 (95.6%).

On September 5, hand-written letters

w ere mailed to the remaining seven non-respondents.
Telephone calls were placed to the three remaining non-respon
dents on September 11.

A follow up telephone call was made to the

single non-respondent on September 16 which resulted in the final
survey being received on September 19.

Therefore, the final return

rate was 100 per cent.
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It should be noted that one of the survey instruments returned
was not considered to be usable because the community education
director had resigned in that community and it could not be com
pleted.
In addition, another respondent completed only the demographic
portion of the survey instrument; hence the information requested
concerning the 12 major skill areas were recorded as missing data.
Question 2:

What are the demographic characteristics of the

respondent population?
Size of Community.

Of the community education directors

responding to this survey, 69.8% indicated that the population
of their school district or service area was 7,000 or less.

Only

30.2% stated that the population of the school district was over
7,000 people.
Experience.

Up to four years of experience were claimed by

59.1% of the respondents, while 24.8% have five to seven years of
experience, and 16.1% have eight or more years of experience as a
community education director.

A majority of the center directors

in the study have between five and ten years of experience in the
field of community education.
Amount of Time Devoted to Community Education.

Part-time

community education directors account for 24.2% of the respondents,
while only 20.2% are employed as full time community education
directors without other major responsibilities.

The majority of

the remaining individuals reported that they were employed full
time by their employer but had the following major responsibilities
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in addition to community education:
cipal (8%), teacher

superintendent

(8.7%), vocational director

(16.1%), prin

(4.1%), and athletic

director (2.7%).
Educational L e v e l .

All the community education center directors

in the study reported doctoral degrees, whereas 89.3% of the commu
nity education directors in the study reported bachelor's degrees
and 49.7% reported master's degrees.
Sex.

Approximately two-thirds

(67.3%) of the individuals in

the study are male and one-third (32.7%) are female.
Empl o y e r .

School districts employed 86.5% of the community

education directors in the study, while 11.4% were employed jointly
by a school district and city.

All of the community education center

directors in the study.were employed by a college or university.
Type of Commu n i t y .

Approximately four-fifths

(79.7%) of the

community education directors in the study considered the community
they worked in to be rural while only 12.1% considered themselves
working in a suburban community.

Thirty percent of the university

center directors indicated that they serve primarily rural commu
nities while 60% of the center directors reported that they serve
all three types

(rural, suburban and urban) communities.

Comparing the Perceptions of the Three Groups of
Community Education Directors

This section addresses questions regarding the perceptions of
the three groups of community education directors, while the fol
lowing section compares the perceptions of the three groups of
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community education directors with the perceptions of the fourth
group in this study, community education center directors

(the

"experts").
Question 1:

How did the three groups of community education

directors rank the 12 skill areas used in this study?
Table 1 below reports h ow each of the three groups of community
education directors in the present study ranked the 12 skill areas.
The ranking was based on the median of the scores in each skill
area (Appendix 0 reports the actual median of the scores in the 12
skill areas, for all the groups in the study).
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Table 1
Ranking of Skill Areas by Community Education Directors

Skill Areas

Group 1
(Perceived
Amount of
Time Used)
(N = 49)

Group 2
(Perceived
Importance)
(N = 49)

Group 3
(Perceived
Need for
Training)
(N = 50)

2

1

3

11

11

5

Assessing Needs

5

2

2

Identifying Resources

7

9

9

Communicating
Evaluating

Obtaining and
Budgeting Funds

10

7

4

Coordinating

6

6

10

Programming

1

3

6

Involving Community

4

4

1

12

12

11

Organizing

3

5

8

Leading

9

8

7

Managing Interpersonal
Relations

8

10

12

Training

As Table 1 indicates, Programming, Communicating and Organizing
were the skills ranked the highest by Group 1 (perceived time u s e d ) .
Communicating, Assessing Needs and Programming were the three skills
perceived to be most important by Group 2, while Group 3 (perceived
need for training) ranked Involving Community, Assessing Needs and
Communicating the highest.

The only skill to be ranked within the
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first three places by all three groups was Communicating.
However, two skill areas— Assessing Needs and Programming— were
ranked in the top three places by at least two of the three groups.
In contrast to the above findings, the skills ranked the lowest
by each group are also reported.

The skills perceived to be used

the least amount of time by Group 1 included Training, Evaluating,
and Obtaining and Budgeting Funds, whereas the skills perceived to
be least important by Group 2 were Training, Evaluating, and Managing
Interpersonal Relations.

Finally,

the skills in which Group 3

perceived the least amount of need for additional training were:
Managing Interpersonal Relations, Training, and Coordinating.

The

only skill to be ranked w i thin the lowest three places by all three
groups was Training.

However,

two skill areas— Evaluating and

Managing Interpersonal Relations— were ranked in the bottom three
places by at least two of the three groups.
Question 2:

How similar or different are the perceptions of

the three groups of community education directors with regard to
the 12 skill areas?
This question will be answered from two points of view.

First,

the rankings of the groups were compared using the Spearman Rho
Rank Correlation Coefficient.

Second, the item scores for each of

the 12 skill areas w ere compared among the three groups using the
Kruskal-Wallis one-way analysis of variance.

A further analysis of

the item score differences will be made using the Distribution-Free
Multiple Comparisons Based on Kruskal-Wallis Rank Sums

(Hollander

& Wolfe, 1973).
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That is to say that the Spearman Rho Rank Correlation Coeffi
cient will examine how similar or different the three groups
ranked the 12 skill areas, while the Kruskal-Wallis test and
M ultiple Comparisons procedure will examine the individual item
scores of each group.
The Spearman Rho Rank correlation coefficient was used to
determine the degree of similarity between the rankings of the 12
skill areas by each of the three groups in the study.

Based upon

the results of this test reported below in Table 2, this investi
gator found a high correlation between the responses of Groups 1
(perceived amount of time used) and 2 (perceived importance), and
Groups 2 and 3 (perceived need for training).

In contrast,

there

was a low correlation between Groups 1 and 3.

Table 2
Spearman Rho Rank Correlation Coefficients for
Three Groups of Community Education Directors

Groups

Spearman Rho Rank
Correlation Coefficient

Group 1 and Group 2

.874*

Group 1 and Group 3

.363

Group 2 and Group 3

.657*

* £ < .05

A ccording to Tuckman

(1978), correlations above .506 are con

sidered to be significant at the .05 level.

The higher the
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correlation coefficient, up to a maximum of 1.0, the greater the
degree of similarity between the rankings of the groups.
The second method by which the question of similarity among
the perceptions of the three groups will be addressed is by exam
ining and comparing the individual item scores.
This comparison was accomplished by using the Kruskal-Wallis
test to determine if there is a difference among the groups in
the individual item scores for each skill area.
is discovered,

If a difference

then the Distribution-Free Multiple Comparison

Procedure Based on Kruskal-Wallis Rank Sums must be used to identify
the specific groups between which a difference in the scores exists.
The results of the Kruskal-Wallis test indicate that there
is a significant difference

(at the .05 level) between the scores

of at least two groups in the study in eight of the 12 skill areas.
The eight skill areas where differences occurred are Communicating,
Evaluating, Assessing Needs, Obtaining and Budgeting Funds, Pro
gramming, Involving Community, Training, and Organizing.

The

four skill areas in w h ich no difference in the scores between
groups was found are:

Identifying Resources, Coordinating, Leading,

and Managing Interpersonal Relations.
One question that is still unanswered is:
does a difference in scores exist?

Between which groups

To answer this question, the

Distribution-Free Multiple Comparison Procedure Based on KruskalWallis Rank Sums was employed.
Table 3 reports the findings of this Multiple Comparison Pro
cedure.

In Table 3, an X by a particular skill in one of the columns
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indicates between which groups a difference in the scores exists.
Most of the differences in the scores are between Group 1 and Group
3.

This would tend to support previous findings that responses of

Groups 1 and 3 are the most different while responses of Groups 1
and 2 and Groups 2 and 3 tend to be more similar in how they rated
the 12 skill areas.

Table 3
Groups Between Which Scores Are Different*
for the Twelve Skill Areas

Skill

Groups
1 & 2

Groups
2 & 3

Groups
1 & 3

Communicating

X

Evaluating

X

Assessing Needs

X

X

Identifying Resources
Obtaining and
Budgeting Funds

X

Coordinating
Programming

X

X

Involving Community
Training
Organizing

X
X

X
X

Leading
Managing Interpersonal
Relations
*A11 differences reported are £ < .05.
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Thus far in this section the investigator has compared the
perceptions of the three groups of community education directors
regarding the 12 skill areas based upon ranks and individual item
scores, using rather traditional methods or tests.

In Chapter I

this researcher presented a rationale for incorporating at least
one of the tenets of the naturalistic method of inquiry, a nontraditional approach, into this investigation.

The answer to the

next question was pursued, within the constraints of the study,
using the concept of confirmation as suggested by Guba (1978).
Question 3:

How might the perceptions of the three groups of

community education directors in this study be interpreted?
In an attempt to provide an answer to this question, a
summary of the results of the study was sent to approximately 5%
of the respondents in the study.

Based upon a follow up telephone

interview, the following observations were reported by this inves
tigator.
Concerning the correlation that exists between Group 1 (per
ceived amount of time) and Group 2 (perceived importance) there
was a general consensus among the individuals in the follow up
study that community education directors tend to spend their time
on what they feel is important.
One important exception to the above belief cited during an
interview was that some tasks may not take a lot of time to complete
yet are considered to be very important.
Regarding the correlation between the rankings of the skills
by Group 2 (perceived importance) and Group 3 (perceived need for

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

79
t raining), most of the individuals in the follow up study felt that no
matter how good a community education director is at using a par
ticular skill, if he or she perceives that skill to be important
then he or she will probably perceive a need for additional training
in that skill.
However, one individual indicated that there appeared to be a
discrepancy between the correlation that exists between Groups 1 and
2 and between Groups 2 and 3.

This individual was puzzled as to why

a high correlation would exist between perceived need for training
(Group 3) and perceived importance (Group 2) when there was a high
correlation between Group 1 (perceived time) and Group 2 (perceived
importance).

He indicated that if a skill was being used quite

often and was considered important that there probably sh ouldn’t
be a need for inservice training in that skill.
Regarding the rankings of 12 of the skill areas by each of
the three groups, most respondents felt the rankings were represen
tative except for the skill "Identifying Resources," which several
individuals thought was ranked too low.

No other generalizations

could be drawn from their comments.
However, the following individual comments were recorded:
"Perceived need for training for 'involving community'
may be high because directors don't know if they are
doing it right."
"It is surprising! that perceived importance of 'involving
community' is not ranked as number one."
"The rankings of the perceived need for training in the
areas of 'involving community' and 'assessing needs' are
surprisingly high."
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"The perceived amount of time that directors spend
obtaining and budgeting funds seems low. . . . This
may change in the future as traditional sources of
funding disappear."
"The perceived importance of 'evaluating' and the per
ceived amount of time directors spend evaluating is
low, however directors have expressed a need for
training in evaluating and that is a good sign."
Individuals involved in the follow up study had very few
comments regarding the reason why scores for the following skills—
Identifying Resources, Coordinating, Leading and Managing Inter
personal Relations— were not found to be significantly different
among the three groups.
In summary, this investigator has reviewed the perceptions of
the three groups of community education directors in this section
by examining the rankings of the 12 skills by the three groups,
the scores of the three groups, and how these perceptions might
be interpreted by individuals in a follow up study.

In the next

section, the above findings will be compared with the perceptions
of the fourth group in the study, community education center direc
tors.

Comparing the Perceptions of the Three Groups of
Community Education Directors With the
Perceptions of Community Education
Center Directors

This section will answer questions regarding the perceptions
of the three groups of community education directors as compared
to those of community education center directors.
Question 1:

How did the three groups of community education
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directors and the community education center directors rank the 12
skill areas used in this study?
Table 4 below reports how each of the four groups in the
present study ranked the 12 skill areas.

Please note that Groups

1, 2 and 3 represent community education directors, while Group 4
represents the community education center directors.
The ranking in each group was based on the median of the scores
in each skill area.

(Appendix 0 reports the actual median of the

scores in the 12 skill areas for all four groups in the study.)

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

82
Table 4
Ranking of Skill Areas by Community Education Directors
and Community Education Center Directors

Community Education Directors

Group:

1
(Perceived
Amount of
Time Skill
Is Used)
(N = 49)

2
(Perceived
Importance
of Skill)
(N = 49)

3
(Perceived
Need for
Training in
Skill)
(N - 50)

Community
Education
Center
Directors
4
(Perceived
Importance
of Skill)
(N = 10)

Skill area:
Communicating

2

1

3

1* 2, 3
Tied Rank

11

5

11

Assessing Needs

5

2

2

6

Identifying
Resources

7

9

9

5

10

7

4

8, 9
Tied Rank

Coordinating

6

6

10

7

Programming

1

3

6

10

Involving
Community

4

4

1

Evaluating

Obtaining and
Budgeting Funds

11

•

1, 2, 3
Tied Rank

12

12

11

Organizing

3

5

8

8,9
Tied Rank

Leading

9

8

7

1, 2, 3
Tied Rank

M anaging
Interpersonal
Relations

8

10

12

Training

12

4
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As Table 4 indicates, Programming, Communicating and Organ
izing w ere ranked the highest by Group 1 (perceived time us e d ) .
Communicating, Assessing Needs, and Programming were the three skills
perceived to be most important by Group 2, while Group 3 (perceived
need for training) ranked Involving Community, Assessing Needs and
Communicating as the highest skills.
importance by center directors)
highest:

Finally, Group 4 (perceived

ranked the following skills the

Involving Community Communicating, and Leading.

The only skill rated within the top three possible rankings
by all four groups was Communicating.
In comparison to the above findings, the skills ranked the
lowest by each group are also reported.

Group 1 perceived the

following skills to be used the least amount of time:
Evaluating, and Obtaining and Budgeting Funds.
the following skills to be the least important:

Training,

Group 2 perceived
Training, Eval

uating, and Managing Interpersonal Relations.
Group 3 ranked Managing Interpersonal Relations, Training, and
Coordinating the lowest in terms of perceived need for training.
Finally, Group 4, the community education directors, perceived the
following skills to be least important:
Programming.

Training, Evaluating, and

The only skill to be rated within the lowest three

rankings by all four groups was Training.

In addition, Evaluating

was rated within the lowest ranking by three of the four groups
(all but the group reporting perceived need for training).
O ne final observation regarding the ranking of two skills,
before proceeding to the next question:

The skill area Programming
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is ranked number one by Group 1 (community education directors) in
terms of perceived amount of time used, whereas Group 4 (community
education center directors) ranked Programming extremely low (tenth)
in terms of perceived importance.

These two groups are also at

opposite ends of the ranking scale with regard to the skill Leading.
Group 4 (center directors) ranked it in a tie for first place with
two other skills in terms of perceived importance, while Group 1
ranked the skill Leading n inth in terms of the amount of time it
is used.

Additional discrepancies in the perceptions of Group 4,

center directors, and the other three groups will be acknowledged
in exploration of the next question.
Question 2:

H ow similar or different were the perceptions of

the three groups of community education directors and community
education center directors with regard to the 12 skill areas?
Once again the question will be examined from two points of
view.

First, the rankings of the groups were compared using the

Spearman Rho Rank Correlation Coefficient while the scores for
each of the 12 skill areas were compared using the Kruskal-Wallis
Test and the Distribution-Free Multiple Comparison Procedure.
Since all three of these procedures were discussed in the previous
section, another detailed explanation is not necessary at this time.
Table 5 below reports the results of the Spearman Rho Rank
Correlation Coefficient, w h ich was used to determine the degree of
similarity between the rankings of the 12 skills areas, by the four
groups in the study.

The results indicate that there is a high

correlation between the rankings of Groups 1 and 2 and Groups 2
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and 3.

A relatively low correlation was found between the rankings

of the following groups:

1 and 3, 1 and 4, 2 and 4, and 3 and 4.

It is interesting to note that there was a low correlation
between the rankings of the 12 skill areas by community education
center directors

(perceived importance) and the rankings by each

group of community education directors

(Groups 1, 2, and 3).

Table 5
Spearman Rho Rank Correlation Coefficient for the
Three Groups of Community Education Directors and
One Group of Community Education Center Directors

Groups

Spearman Rho Rank
Correlation Coefficient

1 & 2

.874*

1 & 3

.363

2 & 3

.657*

1 & 4

.341

2 & 4

.394

3 & 4

.379

* £ < .05
According to Tuckman

(1978), correlations above .506 are con

sidered to be significant at the .05 level.
correlation coefficient

The higher the

(up to a maximimum of 1.0), the greater the

degree of similarity between the rankings of t.he groups.
The second method used to determine if the four groups are
similar or different wi t h regard to the 12 skill areas is the
Kruskal-Wallis test.

This test was used to determine if there was
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a difference in the item test scores, among the four groups in
each skill area.

When a difference was found, a Multiple Comparison

Procedure was used to identify the specific groups between which
a difference in the scores exists.
The results of the Kruskal-Wallis test indicate that there
is a significant difference (at the .05 level) in the scores between
groups in nine of the 12 skill areas.

These nine skill areas are:

Communicating, Evaluating, Assessing Needs, Obtaining and Budgeting
Funds, Programming,
Leading.

Involving Community, Training, Organizing, and

The three skill areas in which no significant difference

exists in the scores between the groups are:

Identifying Resources,

Coordinating, Managing Interpersonal Relations.
In order to determine between which groups a difference exists
in the scores for the nine skill areas identified by the KruskalWallis test, the Distribution-Free Multiple Comparison Procedure
was utilized.
Table 6 below reports the findings of this Multiple Comparison
Procedure.

A m ajority of the differences reported in the scores

are between Groups 1 and 3 and Groups 1 and 4.
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Table 6
Results of the Multiple Comparison Procedure Among
the Four Groups Which Identifies the Groups Between
Which There are Differences* in the Scores

Groups:

1 & 2

2 & 3

1 & 3

1 & 4

2 & 4

3 & 4

Skill:
Communicating

X

Evaluating

X

Assessing
Needs

X

Identifying
Resources
Obtaining and
Budgeting Funds

X

Coordinating
Programming

X

X

Involving
Community
Training

X

Organizing

X

X

X

X

X
X

Leading

X

Managing
Interpersonal
Relations
*A11 differences reported are £

< .05.

Thus far in this section, the investigator has compared the
perceptions of three groups of community education directors and one
group of community education center directors regarding the 12 skills
areas in this study.

These perceptions have been compared on:
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(a) the ranking of each skill area by each group;

(b) the similarity

or difference of the rankings based upon the Spearman Rho Rank
Correlation Coefficient, and (c) the similarity or difference in
individual item scores based upon the Kruskal-Wallis test and the
Multiple Comparison Procedure.

The final question in this section

will examine how the perception of the four groups might be inter
preted.

The answer to this question was pursued in the same manner

as question three in the previous section, using the concept of
confirmability as suggested by Guba (1978).
Question 3:

How might the differences in perceptions of the

four groups in this study be interpreted?
Please note that the interpretation of the perceptions of the
three groups of community education directors is reported in the
previous section.

Only those comments pertinent to this discussion

as a result of the addition of the Group 4 to the investigation will
be made in this section.
A summary of the results of the study were sent to approxi
mately 5% of the respondents in an attempt to provide an answer to
this question.

Based upon a follow up telephone interview,

the

following observations were reported by this investigator.
Concerning the correlation or lack of it that exists between
Group 2 (perceived importance by community education directors) and
Group 4 (perceived importance by university center directors), most
individuals in the follow up study felt that the educational back
ground of Group 4 (all have doctoral degrees) and experience tend
to make them more "idealistic."

In comparison,

they felt that
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community education directors in the field tend to base their per
ceived importance of a skill on the realities of the situation and
in general are mo r e "realistic" when ranking skills.
Individual comments regarding this correlation between Group 2
and Group 4 included the following:
"Center directors are out of touch."
"Center directors are more process-oriented."
"The perceptions of community education directors appear
to be influenced by:
(a) time available, (b) their own
k n o wledge of a skill, (c) their own skill level, (d) the
priorities inherent w i t hin the position within a partic 
ular setting."
"The two groups operate in a totally different setting.
Center directors represent a theoretical background
and as such are mor e idealistic, whereas community edu
cation directors come from practical backgrounds and
tend to be m ore realistic."
Wi t h regard to the low correlations between the remaining
groups, no generalizations could be made; however, one individual
did inquire,

"How good are w e

[community education directors] at

p erceiving our own w eaknesses and hence our own need for training?"
Ano t h e r individual suggested that the low correlation between
Group 3 (perceived need for training) and Group 4 (perceived impor
tance by center directors) appears to be very important.

The

rationale he provided is that if center directors base training
p rograms on their perceived importance of a skill,

they will not

be m e eting the perceived training needs of community education
directors.
In regard to the ranking of the skill areas not discussed in
the previous section, several individuals indicated that they were
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surprised that center directors
being so low in importance.

(Group 4) perceived evaluation as

However, both Group 1 (perceived time

used) and Group 2 (perceived importance by community education
directors) also

ranked

this skill very low.

This investigator was

not able to m a k e any additional generalizations regarding the
rankings from the interviews.

However,

the following comments in

regard to the ranking of skill areas were made by individuals and
are reported for the reader's consideration:
"The ranking of the skill Leading by Group 4 (center
directors' perceived importance) is higher because
the role of the center director is different than the
p ractitioner."
"I'm surprised that b o th center directors (Group 4)
and community e d u cation directors (Group 2) perceived
e valuating so low in importance."
" I'm surprised that the perceived importance of obtaining
and budgeting funds is ranked so low by both Group 2
and Group 4 (perceived importance)."
Individuals involved in the follow up study had very few comments
regarding the reason w hy the scores for the following skills— Iden
tifying Resources, Coordinating, and Managing Interpersonal Relations
--were not found to be s i g n ificantly different among the four groups
in this study.

Summary

This chapter has r e ported data gathered during this investi
gation by answering questions in the following major areas:
graphics,

demo

comparison of the perceptions of the three groups of

c ommunity education directors,

and a comparison of the perceptions

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

91
of the three groups of community education directors with community
education center directors.

The next chapter will provide a

summary of the investigation, a discussion of major findings, and
conclusions and recommendations.
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CHAPTER V

SUMMARY, D I S CUSSION OF MA J O R FINDINGS,
CONCLUSIONS, AND RECOMMENDATIONS

Introduction

A brief summary of this study is provided in the first section
of this chapter w hile the second section discusses the major
findings and conclusions.

In the final section, recommendations

to be considered wh e n identifying training needs of community edu
cation directors will be m a d e as well as recommendations for further
research.

Summary

The primary purpose of this study was to examine different
methods of assessing the training needs of community education
directors.

In addition, recommendations to be considered when

identifying training needs of community education directors and
planning training programs for community education directors were
made.
Twelve m ajor skill areas used by community education directors
we r e synthesized from the literature and served as a basis for
developing the survey instrument.

This instrument was used to

me asure the perceptions of the 12 skill areas by each of the four
groups in the study.

92
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Each group was polled on a different dimension of how the
training needs of a community education director might be deter
mined.

Group 1 (community education directors) completed the

i nstrument b ased on the "perceived amount of time they use each of
the 12 skills."
Group 2 (community education directors)

completed the instru

ment based on its "perceived importance of each skill."
Group 3 (community education directors)

completed the instru

ment b ased on its "perceived need for training" in each skill,
wh i l e Group 4 (community e d u cation center directors)

completed the

instrument according to its "perceived importance of each skill."
The sample p o p ulation of this study consisted of 150 commu
nity e ducation directors in the State of Minnesota who were selected
at r a ndom and divided into three groups of 50.

The fourth group

in this study consisted of ten community education center directors
from s e ven states.
A survey instrument w a s sent to a total of 160 individuals.
The return rate w as 100 per cent and the data were analyzed using the
DEC s y s t e m 1099 computer at Western Michigan University.

In an

attempt to incorporate one of the basic tenets of the naturalistic
me t h o d of inquiry into this investigation, a summary of selected
findings w as then mai l e d to nine participants who were then inter
viewed. to elicit their reactions in a follow up to the original
survey.
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D is c u s s i on of Major Findings

The first part of this section will discuss majo r findings
w ith regard to the p e r c eptions of the four groups in the study,
wh i i e the second part w ill discuss major findings wit h respect to
each of the 12 skill areas and h o w they compare to the findings of
previous investigators.

M a jor Findings

1.

There was a hi gh correlation between the perceptions of

community education directors who ranked the 12 skills based upon
the amount of time they u sed the skill and the perceptions of
directors who ranked the skills based upon their perceived importance
of a skill.

That is to say, a high correlation exists between the

amount of time spent using a skill and the perceived importance of
that skill; he n c e one w o u l d expect community education directors
to spend most of their time in the skill areas which they consider
to b e important, and conversely, one would expect them to spend the
least amount of time using those skills which they consider least
important.
A follow up interview, wit h a 5% sample of the respondents,
confirmed the finding that there, is high correlation between how a
director spends his or h e r time and the skills he/she believes to
b e important.
finding

In addition, the respondents indicated that this

was to be expected;

i.e., most of those interviewed reported

that they would expect the director to attach a great importance
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to a skill w h ich he/she utilizes a great deal on the job.

An

exception to the above belief, noted by one individual, would be
those tasks considered to b e important but which take little time
to complete.

However, m ost of the individuals interviewed believed

that directors are likely to spend most of their time utilizing
skills they believe to be of high importance.

For example,

it

seems unlikely that directors who place a high priority on pro
gramming,

communicating and organizing will spend most of their

time obtaining and b u d geting funds or evaluating.
However, a w ord of caution may be in order.
above finding,

As a result of the

this investigator would suggest to anyone identi

fying training needs that those skills which are ranked low both in
terms of perceived amount of time used and perceived importance be
closely examined to d etermine if a real need for training in that
skill m ay exist.

The reason for this suggestion is that it seems

reasonable to assume that if an individual is not proficient in a
skill area, he or she may tend not to use it very much and may
therefore perceive it to be unimportant; yet a real training need
m a y exist in this p articular skill area.
2.

Among community education directors in this study there is

a hig h correlation b e tween responses of those who ranked the 12
skill areas based upon the perceived importance of the skill and
the perceived need for training in the 12 skill areas.
words,

In other

those skills that are perceived to be important by community

education directors are also skills in which they perceive a need
for additional training.
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Follow up interviews w ith a 5% sample of the respondents
reveal

that

the h igh correlation between perceived importance of

a skill area by a director and his or her perceived need for
additional training is to be expected.

Most of those interviewed

indicated that no mat t e r h o w good a community education director
is in a particular skill area, if he/she perceives that skill to
be important then he/ s h e w i l l probably perceive a need for additional
t raining in that skill.

However, if a director does not perceive

a skill as being important, it does not necessarily follow that
he/ s h e does not p e r ceive a need for additional training.
example,

For

the skill E valuating is ranked rather low (11th) in

p erceived importance but somewhat higher
n eed for additional training.

(fifth)

in perceived

Based upon the results of the present

study, it seems reasonable to conclude that community education
directors generally perc e i v e a need for further training in those
skills areas p erceived to be most important to them.
3.

In the present study a low correlation was found between

the perceptions of the community education directors who ranked
the 12 skill areas according to the amount of time the skill is
used and the directors w ho ranked the skills according to their
n e e d for additional t r a i n i n g .

That is to say, if a director is

spending considerable time in a particular skill area, he/she does
not n e d essarily perceive a need for additional training in that area.
Given a need to spend a considerable amount of time on the
job utilizing a p articular skill, it is possible that many community
education directors have set about improving that skill on the job
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w i thout formal training.

This may account for the low correlation

be tween amount of time spent in a particular skill area and perceived
nee d for training.

That is, directors may have, in effect,

trained

themselves on the job.
Here,

too, a w ord of caution to those designing training

programs is probably in order.

While it may be possible to develop

p roficiency in high-use skill areas on the job, it does not neces
sarily follow that skills so developed are appropriate to the job
and that a need for additional training does not exist.
For example, just bec a u se a director may spend most of his/her
time programming does not m e a n that he/she is proficient at
programming or that w ith additional training he/she could not
improve p rogramming ‘skills.

Hence,

there could be a need for

additional training in that skill area on the part of the director,
w ho m a y or may not acknowledge such a need.
An implication of this finding is that the perceived amount
of time an individual uses a particular skill is not necessarily a
good indicator of his or h er training needs by itself.

Since it is

possible to spend a lot of time using a skill, and yet not be
proficient at it, training would be desirable.

Similarly, an

individual could be very good at a particular skill, spend little
time using it, and not n e c essarily need additional training.
4.

A low correlation existed between the responses of community

education center directors, who ranked the 12 skills according to
perceived i m p o r t a n c e , and the responses of the three groups of
community education directors, who ranked the skills according to
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perceived amount of time u s e d , perceived i m portance, and perceived
need for additional t r a i n i n g, respectively.

That is to say, the

rankings of the 12 skill areas by community education center direc
tors according to perceived importance wer e not found to be similar
to the rankings of any one of the three groups of community educa
tion directors.
This finding is of m a j o r importance, since community education
center directors are responsible for providing both preservice and
inservice training to community education directors.

Each of the

low correlations between the center directors and the three groups
of community education directors will be discussed further.
One explanation for the low correlation between the percep
tions of community education directors and community education
center directors regarding the perceived importance of the 12 skill
areas is that the educational background and experience of the
center directors tend to ma k e them more "idealistic," whereas
community education directors are in the field and tend to be more
"realistic" w hen ranking the perceived importance of the 12 skills.
The terms "idealistic" referring to the center directors and "realis
tic" referring to community education directors were used by
respondents in the follow up interviews.

It is the perception of

the w ri t e r that those respondents using such terms meant to convey
that practitioners in the field

(community education directors)

are m ore realistic regarding training needs in the field because
of their day-to-day involvement, whereas center directors may tend
to be out of touch w ith individuals in the field.
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Based upon the findings of the present study,

if center

directors w e r e to assess training needs solely on their perceived
importance of a skill,

then training would not necessarily be pro

vided in those skills perceived to be important by community educa
tion directors.
With regard to the ranking of perceived importance by center
directors and of perceived need for training by community education
directors, a low correlation was found.

That is to say, in this

study the skills perceived to be important by center directors were
not similar to those skills in which there was a perceived need for
training on the part of community education directors in the field.
The investigator believes, and is supported by at least one indi
vi dual in the follow up study,

that this discrepancy betw een the

perceived importance of the 12 skills by center directors and the
perceived need for training by community education directors could
result in the designing of training programs in which the clients
for w h o m the pro g r a m was designed would refuse to participate.
wo u l d seem, therefore,

that in designing training programs,

It

commu

n ity education center directors would be well advised to poll commu
n ity education directors regarding their perceptions of the need
for training so that these perceptions could at least be considered
in the developing of a training program.
Finally, this investigator found a low correlation between the
ranking of the 12 skill areas according to the perceived importance
by community education center directors and the perceived amount of
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time used by community education directors.

That is to say, if a

skill was perceived as b eing important by a center director, it was
n ot n ecessarily used to a great extent by a community education
director.
As discussed earlier,

it is possible that the perceptions of

c ommunity education center directors are based on an "idealistic"
approach to the practice of community education whereas the percep
tions of community education practitioners tend to be "realistic"
w i t h respect to the day to day demands of the community educator's
job.

Ideally, a training program designed for community education

directors w o u l d train for the skills implied in the theoretical and
philosophical aspects of community education, which might be the
preference of community education, center directors and, at the same
time, train in those skill areas for w h i c h practitioners in the
field see a need.
The next part of this section w il l discuss specific findings
w ith

regard

to each of the 12 skill areas used in this study.

Alth o u g h the reporting of the perceptions of community education
d irectors regarding particular skills was not the primary purpose
of the present study, such information is reported to provide the
reader wi t h additional information regarding each of the 12 skill
areas.

C ommunicating

In the present study, Communicating was the only skill to be
ranked b y all four groups in the first three places.

That is to
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say, Communicating was h igh In terms of perceived amount of time
used, perceived need for training and In perceived Importance by
both community education directors and center directors.
findings are supported b y Ederle

These

(1970), w ho found Communicating

to be the skill rated the h i ghest In terms of preservice and
inservice preparation, and by Berridge
Lisicich

(1977), and C a sale

(1969), Johnson (1973),

(1977), in whose investigations the

skill Communicating was ranked as an important skill for community
education directors to possess.
Based on the findings of this investigation as well as those
of previous.investigations,

this researcher posits that the skill

of Communicating should b e considered one of the foremost training
n eeds of community e d u cation directors, both preservice and
inservice.

E valuating

This skill was ranked very low (11th)

in perceived amount of

time used and perceived i m p ortance by both community education
directors and center directors.
recommendations of B e r ridge

This would tend to support the

(1969), inasmuch as Evaluating was only

one of two skills, from a total of nine,

that was not recommended

as a content area for an i ntensive preparation program.
Iii contrast, E valuating was ranked much higher

(fifth) in terms

of perceived need for training by community education directors.
This wo u l d support Casale's

(1977) finding that evaluating was one

of two areas in wh i c h community education directors felt least
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competent.
This w r iter is somewhat surprised,

as was at least one individ

ual in the follow up study, that evaluating was ranked so low in
terms of perceived importance by both community education directors
and center directors, and this writer would suggest additional
inquiry into w h y evaluating was ranked so low.
The low ranking of the importance of evaluating by both commu
nity education directors and center directors, and a low ranking of
the perceived amount of time spent in evaluating by community educa
tion directors is p a rticularly surprising in vie w of the high prior
ity given evaluation as a process in recent years.

For example,

practically all grant proposals for funding to the state and federal
government and private foundations require that an evaluation
process be specified.

A s s essing Needs

Community education directors perceived this skill to be impor
tant, as well as indicating a need for training in assessing need.
A s s essing needs was ranked second by both groups in this study.
T his wo u l d tend to support the findings of Ederle
(1973), Zemlo

(1977), and Lisicich

(1970), Johnson

(1977), which reported that

assessing needs was perceived as being important w ithin the context
of each .of their'studies.

In contrast, however, Hall

(1980) indi

cated that building directors ranked assessing needs fifth out of
seven skills in terms of perceived importance.
Based upon this investigator's experience as a community
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education director for eight years,

the writer concurs with the

h igh ranking in p erceived importance given this skill by both
community education directors and community education center
directors.

Identifying Resources

Identifying Resources was ranked low (ninth) in terms of per
ceived importance and nin t h in terms of need for additional training
by community education directors.

In contrast, center directors

p e r ceived this skill to be more important than community education
directors by ranking it fifth.

This ranking by center directors

supports the finding in the study by Kliminski

(1974) in which

identifying resources was ranked 16th out of 40 skills.

Obtaining and Budgeting Funds

O btaining and B u d geting Funds was in the lower half of the
rankings in terms of p e r ceived time used and perceived importance
by bo t h community education directors and center directors.

This

w o u l d support the finding by Casale (1977), who found Obtaining
and Budgeting Funds to be ranked, in terms of importance, in the
lower half of his list of skills.

However,

it is interesting to

n o t e that Obtaining and B u d g e t i n g .Funds was ranked fourth in terms
of perceived need for training.
This w r i t e r wo u l d posit that a community education director
does not spend a great deal of his time using this skill and as a
result p r obably does not consider it very important until there is
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a lack of financial resources.
As financial resources are reduced from traditional sources,
the ranking of this skill in terms of perceived need for training,
importance and amount of time used could increase.

It is also

possible that w ith the present decline in available funding, the
perceived need for expertise in obtaining and budgeting funds may
i ncrease sharply.

C oordinating

C o o r dinating w as ranked sixth or seventh in terms of perceived
time used and perceived importance by both center directors and
community education directors.

In addition, it was ranked low in

terms of p e rceived n eed for training.
contrast to the i nvestigation by Hall

The above findings are in
(1980), who reported that

center directors perceived coordinating to be the most important
skill.

This w r i t e r wo u l d suggest that the above contradiction

indicates a need for further investigation in this skill area.

P rogramming

T here is an interesting contrast in the ranking of the amount
of time spent p rogramming by community education directors

(ranked

first) and its perceived importance by community education center
direct.ors

(ranked tenth).

However, community education directors

perceived programming to b e important
As d iscussed earlier,

(ranked t hird).

such extreme differences between the

per c e p t i o n of the two groups in the present study may be attributed

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

105
to "realistic" views represented by the community education prac
titioners in the field, as compared to the more "idealistic" and
theoretical viewpoint represented by the community education
center directors.
As a community e d ucation director for eight years,

the writer

believes that it is easy for a community education director to
get locked into spending a great deal of time programming for a
variety of reasons.

Several are given for the reader's consider

ation:
1.
tion.

Programming is the most visible aspect of community educa
People in the community tend to think a community education

director is doing his job if the lights in the school buildings are
on and the parking lot is full at night.
2.

There is an expectancy among employers of community edu

cation directors that directors will produce a program.

Therefore,

ma n y job descriptions w i l l probably reflect this expectation.
3.

Superiors perceive the role of the community education

d irector to primarily fall in the area of programming.
One final comment w i t h regard to programming:

It is inter

esting to n ote that p e r ceived need for training was low (ranked
tenth) and that this finding is supported by Hall (1980) who reported
that programming was ranked lowest in terms of perceived need for
training in her study.

Involving Community

The skill Involving Community was ranked the highest of all
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the skills in perceived need for training and tied for the highest
r anking in terms of perceived importance by community education
center directors.

This supports the finding by Hall

(1980) that

building directors ranked it number one in terms of assistance
n e eded in developing that skill.
The above findings indicate to this investigator that, in
this particular skill, community education directors are correct
in their perceptions regarding the need for training.
education director for eight years,

As community

this writer w ould agree that

perhaps his greatest perceived need for training was in the skill
a rea Involving Community.

Training

Training is the only skill to be ranked in the lowest two
places in terms of perceived time used, perceived nee d for training,
and perceived importance by both community education directors and
center directors.

T he above finding is supported in the study by

Hall (1980), w h ich reported that both center directors and building
level directors ranked training the lowest in terms of perceived
importance.

In contrast, however,

this writer and at least one

individual in the follow up study w ere surprised by this finding.
It w ould b e easy for this writer to suggest that from the
results of his investigation and previous studies that Training
should be eliminated as a skill area in w hi c h community education
directors need to further develop their skills.

If indeed community

educators are not to be involved in training local leaders, who does
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train the local leadership to solve the pressing social and organi
zational problems at the grass roots level?

This writer Is Inclined

to b e lieve that there Is a possibility that training as a skill area
in the present study m ay h a v e been misunderstood and hence not viewed
as important.

Fr o m a p h ilosophical viewpoint, it is difficult to

envision a community in w h i c h the community education director would
n ot b e involved in developing local grass roots leadership.

However,

the findings from the present study indicate that local community
e ducation directors are n ot so involved.
Therefore,

this investigator would strongly suggest that the

skill of Training be investigated further in an attempt to understand
w h y it was ranked so low b y all groups in this study.

Organizing

Organizing w as ranked high (third) in the amount of time it
was used and fifth in p erceived importance by community education
directors.

The latter ranking corroborates the similar findings

b y B e r ridge (1969), Ederle

(1970), and Flores

(1973).

By comparison,

center directors ranked this skill somewhat low (tied rank of eighth
and ninth).

The responses of center directors wer e similar to the

findings of Casale

(1977),. who reported Organizing as one of the

two lowest ranked skills in his study.
Based on this writer's experience, he posits that community
education directors wo u l d tend to rate this skill highest in terms
of time spent using it since many of the tasks performed by community
education directors require organizational skills.
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Leading

Leading was perceived to be one of the most Important skills
(tied for first place) by community education center directors.
In contrast, community education directors ranked It rather low
In terms of perceived need for training

(ranked seven t h ) , perceived

Importance (ranked e i g h t h ) , and perceived amount of time used
(ranked ninth).
Previous investigations reveal additional contrasts.
(1977)

Casale

reported that community education directors ranked leading

as one of the top two skills in his study, whereas Hall

(1980) found

that b o th center directors and building level community education
d irectors ranked leadership low in terms of perceived importance.
O ne explanation for the result in Hall's study might be attributed
to the fact that the skills being identified were for building
level directors and not d i s trict-wide community education directors.
This is probably the case b e cause building directors may perceive
themselves responsible for a building rather than for the leadership
r equired of a district-wide director.
This w r iter believes there might be at least two possible
reasons w h y this dichotomy m ay exist between the perceptions of
community education directors and center directors with regard to
the skill Leading.

First, it seems reasonable to assume that since

center directors are in positions where they are expected to person
ify the skill Leading,
high.

their ranking of that skill would tend to be

Second, it also seems reasonable to assume that community
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education directors m a y be so burdened with the maintenance tasks
w i thin the organizations just to keep the doors open that they may
not be concerned about a skill that will not help them with their
Immediate concerns.

Managing Interpersonal Relations

This skill w as ranked relatively high

(fourth) by center direc

tors In terms of p e rceived importance, while in comparison, community
education directors ranked it lower in terms of perceived amount of
time used

(ranked e i g h t h ) , p erceived importance (ranked tenth), and

perceived need for a d ditional training

(ranked twelfth).

The ranking of this skill in terms of perceived importance by
center directors w o u l d support Foebler's

(1976) recommendation that

this skill be considered an important component of any training
program.
It is p r o bably ve r y difficult for most people to assess their
impact upon others in day to day social interaction required in
positions of leadership.

B e cause the community education director

constantly practices skills of interpersonal relations, he/she may
assume that the skills u sed are done so effectively, whereas there
may be a discrepancy b e t w e e n the actual and perceived skill effec
tiveness in this partic u l a r skill area.

Conclusions

This section shall address the conclusions of the above findings
as they relate to the following factors in assessing needs suggested
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b y Stufflebeam (1977a, 1977b), Roth (1978), Kaufman and English
(1979), Suarez

(1980), and Guba (1978):

(b) w ho is identifying the need;

(a) h o w need is defined;

(c) how the need is being iden

tified; and (d) the m u l tiple realities of need that m a y exist.
1.

The first maj or conclusion wit h regard to the above

findings is that h o w skill needs are defined will in fact have an
effect on the skill needs that are identified.
Each of the four groups in the study represented a different
dimension or definition of skill need, i.e. perceived amount of time
a skill is used, perceived need for the training in a skill, and
perceived importance of a skill.

The reader will note that perceived

importance w as a dimension reported by both community education
directors and center directors.
The idea that h o w needs are defined will determine what
needs are identified is exemplified by the low correlations that
existed in the ranking of the 12 skill areas between Groups 1 and
3, Groups 1 and 4, Groups 2 and 4 and Groups 3 and- 4 in the present
study.

That is to say, w h e n the skill needs wer e ranked by commu

n ity education directors using a different dimension of need, there
w as a low correlation of the rankings of the 12 skill areas in terms

-

of perceived amount of time used and perceived need for training.
In addition to the low correlations between groups that ranked
the 12 skill areas according to different definitions of need,

the

i ndividual ranking of a p articular skill between groups varied a
great deal, w h ich also suggests that how skill needs are defined will
ha v e an effect on wha t skill needs are identified.
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For example,

community education directors ranking the skill

of Obtaining and Budgeting Funds rank it seventh whe n viewing it
in terms of perceived importance, but ranked it tenth in terms of
time spent in that skill area, and fourth when viewing it in terms
of p erceived need for training.
2.

The second conclusion is that who identifies

training

needs of community education directors will determine what needs
are identified.
T h ere w e r e two different populations participating in this
study.

The first w as community education directors who mad e up

Groups 1, 2, and 3 in the study.

Community education center

d irectors m a d e up Group 4 in the study.
A low correlation was found between the rankings of commu
n i t y education directors and center directors in terms of perceived
importance of the 12 skill areas.

Furthermore,

community education

d irectors and center directors ranked two skills at opposite ends
of the scale in terms of perceived importance.
The community education directors ranked Programming third
in perceived importance wh i le the community education center
directors ranked it tenth.

Another example w as ranking of Managing

I nterpersonal Relations, fourth in terms of perceived importance
b y community education center directors and tenth by the community
e ducation directors.
3.

The third conclusion is that how skill needs are iden

tified m a y have an effect on what skill needs are identified.
In the present study,

training needs were identified by using

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

112
four survey Instruments w h i c h measured perceived importance of a
skill by b oth community education directors' and center directors'
perceived amount of time a skill is used and perceived need for
training in a particular skill.

The results of the findings from

the survey instruments w e r e then distributed to a small group of
respondents to determine if the findings from the survey instrument
w o u l d be the same as the findings in the interviews.
cussion w i t h regard to the skill Evaluating indicates,

As the dis
it ranked low

in terms of perceived amount of time used, and perceived importance
by b o t h community e ducation directors and community education center
directors.

In contrast, it was ranked higher in a perceived need

for training by community education directors.

In addition, an

individual in the follow up study and this investigator question
the rankings.

As a result,

further investigation of this skill

w as recommended.
4.

The fourth conclusion is that multiple realities exist whe n

assessing needs.

In essence,

this could be considered a combination

of the other conclusions p reviously discussed, since this investi
gator developed four instruments to reflect different realities and
solicited opinions from two populations.

In addition, a follow up

study was conducted in an attempt to use the concept of confirmability to determine if the results of the study were accurate.

It is

posited that all of the findings reflect to some degree Guba's
(1978)

concept of m u l tiple realities.

He stated,

The reality m a nifold is constantly changing in terms of
time, people, episodes, settings and circumstances.
One
should expect reality to be different at different times,
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recognizing the differences will depend on the situation
and not necessarily or merely on a lack of reliability
in methodology,
(p. 15)
The differences in the rankings of the 12 skill areas, dif
ferences in individual item scores and differences between groups
on a specific ranking all wo uld appear to support the implication
that m u ltiple realities exist when assessing needs.

Recommendations

W it h the above conclusions and findings in mind,
section w ill discuss:

the next

(a) recommendations to be considered when

identifying training needs of community education directors and
planning training programs for community education directors, and
(b) recommendations for further research.
Findings from the present study would indicate that the fol
lowing factors should be considered when designing skill training
programs for community education directors:
1.
Needs should be defined from several points
of view.
The dimension investigated in this study may
provide a starting point, namely, perceived amount of
time a skill is used, perceived importance of a skill
and perceived n eed for additional training.
2.
Trainers should give careful consideration to
W ho identifies the training needs.
They should not
rely solely on the community education director or com
m unity education center director.
Relying solely upon
the perceptions of either practitioners or center di
rectors (trainers) can result in major biases and/or
omissions.
Probably the best training program will
represent a balance b e tween the perceptions of those
practitioners in the study, labeled by some respondents
as "realistic," and those center directors (trainers),
labeled by some respondents as "idealistic."
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3.
A v ariety of methods (survey, interview, research,
informal comments, etc.) can be utilized to identify
training needs.
The use of a variety of methods for
identifying training n eeds is likely to produce a training
program geared to the needs of the clients.
Follow up
of responses to surveys similar to those used in the
present study (i.e. tenets of the "naturalistic method
of inquiry") to ascer t ain why certain responses may have
been given can be help ful in interpreting such responses.
4.
Trainers should accept the challenge that iden
tifying training needs is a multiple reality and is
"constantly changing in terms of time, people, episodes,
settings and circumstances" (Guba, p. 15).
This may
result in the i n c orporation of multiple realities into
the needs i d entification process with the result that
training programs are designed to meet the real needs of
community education directors.
Based upon the results of the present study,

this investigator

makes the following recommendations wit h regard to future research:
1. A d d itional r e search should be conducted to
investigate the d i s c repancies that exist between the
perceptions of community education center directors
(trainers) and community education directors (practi
tioners) w i t h regard to the 12 skill areas in this
study.
An i nvestigation that would provide insights
to this discrepancy could result in the development of
m ore meaningful training programs for community edu
cation directors.
2.
A dditional r e search wit h regard to who deter
mines nee d could help to provide a n e w dimension to
be considered w h e n d e s igning training programs for
community education directors.
3. A m o r e exten s ive use of the "naturalistic
m e thod of inquiry" is indicated inasmuch as its limited
use in the present study added a new dimension to
identifying the training needs of community education
di r e c t o r s ..
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Community Education Survey
Pan l-Oirections. Pleasa placa an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

What is the antira population (not just K-12) of the school district or geographic area for
which you are the community education director? Pleasa use most recent data available to
you, i.a., 1980 census data.
a) Under 3,000
b) 3,000 to 7,000
c) 7,001 to 15,000
d) 15,001 to 50,000
e) Over 50,000

2.

How many years experience do you have as a community education director? Please include
your experience in other communities as well as your current position and round off to the
nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 years•c) 5 years to 7 years
d) 8 yean to 10 yean
_ _
e) 11 yean and over

3.

Are you employed full time or part time?'
a) Pull time
b) Part time. Please indicate the number of houn per week you are assigned to be
community education director. ________ Houn Per Week.

4.

If you answered full time to question three, please indicate the areas to which you are assigned
and the percent of time you are expected to devote to each area.
_ _ _
_ _
_ _ _

a)
b)
c)
d)
el
f)
g)

Community education director.........................% of time _ ___
Superintendent........................................... % of time--------Principal..'......................................................% of time--------Athletic director.............................................% of tim e--------Teacher..........................................................X of time--------Vocational director............. ............................X of tim e--------Other_____________________________ X of time_____
(Pleasa list)

5.

Pleasa indicate the highest education level you have achieved from the following categories.
a) High school diploma or equivalent
b) Attended collage
c) 8acheion Oegree completed
d) Masters Oegree completed
a) Specialist Oegree completed
f) Doctorate Oegree completed

6.

If you have received one or more college degrees, please list each of your degrees and major.
Oegree

Major

7.

Sex

8.

By whom are you employed?
a) School district(s)
b) City
c) Jointly by School district/city
d) Private non-profit agency
a) Other (pleasa lis t)__________________________________

9.

Do you consider the community you work in to be rural, suburban, or urban?
a) rural
b) suburban
c) urban

a) Male
b) Female
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Pan IIA-Oirections. Listed below are twelve major skill areas that could be utilized by community
education directors. First, please carefully read the descriptions of all twelve skill areas. Second,
based upon your perception of die amount of time that you utilize each skill during an average
work week, please distribute 100 percentage points among the twelve major skill areas. The total of
all the points in the twelve skill areas MUST equal 100.
Please avoid assigning the same number to two skill areas, except in those cases where you believe
that you actually do spend an equal amount of time in each of two skill areas.
pts

1. Communicating-the ability to use appropriate methods (i.e. reading, writing,
speaking, listening, etc.) to communicate effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)

pts

2. Evaluating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.

pts

3. Assessing Needs-the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meet identified needs.

pts

4. Identifying Resources—the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.

pts . 5. Obtaining and Budgeting Funds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.
pts

8. Coordinating-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.

pts

7. Programming—the ability to develop and implement appropriate community
services and programs (i.s. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of all ages within the
community.

pts

8. Involving Community-the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and problem solving
process within the community.

pts

9. Training-the ability to identify the skills needed by staff and community mem
bers; and to develop strategies to train individuals in those skills.

pts

10. Organizing—the ability to structure activities to implement the programs and
services of the community education department.

pts

11. Leading-the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.

pts

12. Managing Interpersonal Reiatioru-the ability to: (1) be perceived as being
patient, caring, understanding and considerate; (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
demonstrate a high estimate of human potential, believing all can learn and
achieve if the opportunity is made available.

Please return to:
Duane D. Gates
Route No. 2, Box 122
Monticello, Minnesota 55362
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Community Education Survey
Part i-Oirections. Please place an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

What is the antira population (not just K-12) of the school district or geographic area for
which you are the community education director? Pleasa use most recent data available to
you, i.e., 1980 census data.
a) Under 3,000
b) 3,000 to 7,000
c) 7,001 to 15,000
d) 15,001 to 50,000
e> Over 50,000

2.

How many years experience do you have as a community education director? Please include
your experience in other communities as well as your current position and round off to the
nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 yearscj 5 years to 7 years
d) 3 years to 10 years
e) 11 years and over

3.

Are you employed full time or part time?
a) Full time
b) Part time. Please indicate the number of hours per week you are assigned to be
community education director. ________ Hours Per Week.

4.

If you answered full time to question three, please indicate the areas to which you are assigned
and the percent of time you are expected to devote to each area.
___

a)
b)
c)
d)
e)
f)
g)

Community education director
% of time _ ___
Superintendent
% of time-------Principal........................................................ % of time-------Athletic director
% of tim e--------Teacher
% of tim e-------Vocational director.
% oftim e--------Other
% of time--------(Pleasa list)

5.

Pleasa indicate the highest education level you have achieved from the following categories.
a) High school diploma or equivalent
b) Attended college
c) Bachelors Oegree completed
d) Masters Oegree completed
e) Specialist Oegree completed
f) Doctorate Degree completed

6.

If you have received one or more college degrees, please list each of your degrees and major.
Oegree

Major

Sex
a) Male
b) Female
By whom are you employed?
_____ a) School district(s)
b) City
'
c) Jointly by School district/city
d) Private non-profit agency
e) Other (please lis t)__________________________________
Oo you consider the community you work in to be rural, suburban, or urban?
a) rural
b) suburban
cj urban
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Part 118—Directions. Listed below are twelve major skill areas that could be utilized by community
education directors. First, pleasa carefully read the descriptions of all twelve skill areas. Second,
based upon how important you perceive each skill to be, please distribute 100 points among the
twelve major skill areas. The total o f all the points in the twelve skill areas MUST equal 100.
Please avoid assigning the same number to two skill areas, except in those cases where you believe
that two skill anaaactually are of equal importance.
_pts

1. Communicating-the ability to use appropriate methods (i.e. reading, writing,
speaking, listening, etc.) to communicate effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)

_pts

2. Evaluating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.

_ pts

3. Assessing IMeeds-the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meet identified needs.

_ pts

4. Identifying Resources-the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.

_ pts

5. Obtaining and Budgeting Funds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.

_pts

6. Coordinating-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.

_pts

7. Programming-the ability to develop and implement appropriate community
services and programs (i.e. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of ail ages within the
community.

_ pts

8. Involving Community-the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and problem solving
process within the community.

_ pts

9. Training-the ability to identify the skills needed by staff and community mem
bers; and to develop strategies to train individuals in those skills.

_pts

10. Organizing—the ability to structure activities to implement the programs and
services of the community education department.

_pts

11. Leading-the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.

_pts

12. Managing Interpersonal Relations-the ability to: (1) be perceived as being
patient, caring, understanding and considerate; (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
demonstrate a high estimate of human potential, believing ail can learn and
achieve if the opportunity is made available.

Please return to:
Ouane 0. Gates
Route No. 2, Box 122
Monticallo, Minnesota 55362

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

121

APPENDIX C-

SURVEY INSTRUMENT C

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

122
Community Education Survey
Pan / - Directions. Pleasa place an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

What is the entire population (not just K-12) of the school district or geographic area for
which you are the community education director? Pleasa use most recant data available to
you, i.e., 1980 census data.
a) Under 3,000
b) 3,000 to 7,000
c) 7,001 to 15,000
d) 15,001 to 50,000
e) Over 50,000

2.

How many years experience do you have as a community education director? Please include
your experience in other communities as well as your current position and round off to the
nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 yearsc) 5 yean to 7 years
d) 8 years to 10 years
e) 11 years and over

3.

Are you employed full time or part time?
a) Full time
b) Part time. Please indicate the number of hours per week you are assigned to be
community education director.
Hours Per Week.

4. If you answered full time to question three, please indicate the areas to which you are assigned
and the percent of time you are expected to devote to each area.
a)
b)
c)
d)
e)
f)

Community education director...........
Superintendent................................ ,
Principal.............................................
Athletic director.............................. ,
Teacher............................................
Vocational director............................

% of time

(Please list)
5.'

Pleasa indicate the highest education level you have achieved from the following categories.
a) High school diploma or equivalent
b) Anended college
c) Bachelors Oegree completed
d) Masters Degree completed
el Specialist Oegree completed
f) Doctorate Degree completed

6.

If you have received one or more college degrees, please-list each of your degrees and major.
Degree

Major

7.

Sex

8.

8y whom are you employed?
a) School district(s)
b) City
c) Jointly by School district/city
dl Private non-profit agency
e) Other (please lis t) ---------------------------------------------------------

9.

Do you consider the community you work in to be rural, suburban, or urban?
a) rural
b) suburban
c) urban

a) Male
b) Female

(OVER)
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Part IlC-Oiractions. Listed below are twelve major skill areas that could be utilized by community
education directors. First, please carefully read the descriptions of ail twelve skill areas. Second,
basad upon your perceived need for additional training in each skill, please distribute 100 points
among the twelve major skill areas. The total of all the points in the twelve skill areas MUST equal
100.
Please avoid assigning the same number to two skill areas, except in those cases where you believe
that you actually do need an equal amount of training in each of two skill areas.
1. Communicating-the ability to use appropriate methods {i.e. reading, Writing,
speaking, listening, etc.) to communicate effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)
2. Evaiuating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.
3. Assessing Needs-the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meet identified needs.
4. Identifying Resources—the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.
5. Obtaining and Budgeting Funds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.
6. Coordinating-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.
7. Programming-the ability to develop and implement appropriate community
services and programs (i.e. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of all ages within the
community.
8. Involving Community—the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and problem solving
process within the community.
9. Training-the ability to identify the skills needed by staff and community mem
bers; and to develop strategies to train individuals in those skills.
10. Organizing-the ability to structure activities to implement the programs and
services of the community education department.
11. Leading—the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.
12. Maneging Interpersonal Relations-the ability to: (1) be perceived as being
patient, caring,. understanding and considerate; (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
demonstrate a high estimate of human potential, believing all can leam and
achieve if the opportunity is made available.

Please return to:
Duane D. Gates
Route No. 2, Box 122
Monticello, Minnesota 55362

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

124

APPENDIX D •

SURVEY INSTRUMENT D

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

Community Education Survey
125
Pan /—Directions. Please place an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

How many years experience do you have as a community education center director? Please
include your experience in other communities as well as your current position and round off
to the nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 years
c) 5 years to 7 years
d) 8 years to 10 years
a) 11 years and over

2.

Are you employed in the community education field full or part time?
a) Fulltime
b) Part time.

3.

Please indicate the highest education level you have achieved from the following categories.
_____ a) High school diploma or equivalent
b) Attended college
c) Bachelors Oegree completed
d) Masters Oegree completed
e) Specialist Oegree completed
f) Doctorate Oegree completed

4.

Pleasa list each of your degrees and major.
Oegree

Major

a) Male .
b) Female
8.

By whom are you employed?
a) University or College
b) Other (pleasa lis t)__________________________________

7.

Are the communities served by your center primarily rural, suburban or urban?
a) rural
b) suburban
c) urban

(OVER)
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Part I IB—Directions. Listed below are twelve major skill areas that could be utilized by community
education directors. First, please carefully read the descriptions of all twelve skill areas. Second,based upon how important you perceive each skill to be, please distribute 100 points among the
Twelve major skill areas. The total o f all the points in the twelve skill areas MUST equal 100.
Please avoid assigning the same number to two skill areas, except in those cases where you believe
that two skill anas actually an of equal importance.
1. Communicating-the ability to use appropriate methods (i.e. reading, writing,
speaking, listening, etc.) to communicate effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)
2. Evaiuating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.
— , Naeds-the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meet identified needs.
4. Identifying Resourcas-the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.
5. Obtaining and Budgeting Funds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.
6. Coordinsdng-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.
7. Progremming-the ability to develop and implement appropriate community
services and programs (i.e. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of all ages within the
community.
8. Involving Community-the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and problem solving
process within the community.
9. Training-the ability to identify the skills needed by staff and community mem
bers; and to develop strategies to train individuals in those skills.
10. Organizing-the ability to structure activities to implement the programs and
services of the community education department.
11. Leading-the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.
■ ..
12. Managing Interpersonal Relations-the ability to: (1) be perceived as being
patient, caring, understanding and considerate; (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
demonstrate a high estimate of human potential, believing ail can learn and
achieve if the opportunity is made available.

Please return to:
Duane D. Gates
Route No. 2, Box 122
Monticeilo, Minnesota 55362
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APPENDIX E

P OSSIBLE TAXONOMY OF NEEDS ASSESSMENT
BY KAUFMAN AND ENGLISH (1979)
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Figure 3.1
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A possible taxonomy of needs assessments. Possible needs assessment tools
and strategies and their possible relationship to the system approach model.
Each is concerned w ith discrepancies, but might define the term “ need"
differently.
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A P PENDIX F

R OLE DESCRIPTIONS
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Role 1
Listed below is the schedule of an average day for the
community education director whose role you are assuming for
this exercise.
7:30-8:30 You attended a meeting of the administrative council
to coordinate the use of the school building by community agencies
during the next week.
8:30-8:40

You approved 20 purchase orders for supplies.

8:40-8:45 You analyzed the evaluations of the college credit
classes that were completed last month.
8:45-8:50 You reviewed a brochure on an inservice opportunity
for your secretary.
8:50-9:00 You met with the county parks administrator to discuss
including the new.county park in the upcoming issue of the Com
munity Resources Booklet. The park i3 one of the few new resources
you have been able to identify.
9:00-11:00 You spent this time in your office writing letters
and talking on the telephone.
11:00-12:00 You attended a ministerial association meeting to
coordinate the programming of activities for youth during the
next vacation period.
12:00-1': 15 Over lunch, you met with a group of community residents
and businessmen who asked you to chair the upcoming community
wide celebration. Of course, you accepted.
1:15-2:15 As president of the area community education directors,
you chaired a meeting of this group. The purpose of this meeting
was to coordinate the printing of a brochure.
2:15-3:00 You spent this time expressing you sorrow to an area
director whose father just died.
3:00-4:00 You develop four new programs to meet the educational,
recreational and cultural needs for individuals of all ages in
the community.
4:00-4:10 .You started to structure the activities necessary to
implement the four programs just developed.
4:10-5:10 You attended a meeting of the executive committee of
the community education advisory council which you established
five years ago. The last ten minutes of the meeting dealt with
assessing the needs of the community.
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Role 2
Listed below is the schedule of an average day for the
community education director whose role you are assuming for
this exercise.
7:30-8;30 You spend this time alone structuring activities to
implement the community education programs you developed.
8:30-8:40 You attended the first 10 minutes of an administrative
council meeting to coordinate community activities in the building.
8:40-9:00 You wrote three letters and made a couple of telephone
calls. You also sent a sympathy card to a faculty member whose
father died.
9:00-11:00 You spend your time approving timecards for staff,
approving expenditures and reviewing the budget and daily finan
cial records^
11:00-12:00 You worked on a new community needs assessment in
strument by yourself.
12:00-1:00 You had lunch with three potential resource persons to
help with the community education program.
1:00-3:00 You visited one of the afternoon classes to evaluate
the instructor and the content of the program.
3:00-3:20 You attended a short meeting of the community education
program task force to discuss the addition of one new activity
for next session's program.
3:20-3:30 You worked 10 minutes on a presentation for community
residents regarding your leadership role within-*’*' community.
3:30-5:10 You continued to develop the inservice training program
that all staff and community volunteers are required to take.
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Role 3
listed below is the schedule of an average day for the
community education director whose role you are assuming for
this exercise.
7:30-7:45 You stopped in the office and received everything on
your "to do" list and then prioritized them into three categories; •
must be done, should be done and don't have to be done today.
7:45-9:00 You attended an administrative council meeting of
senior high to coordinate the use of the school by community i
agencies. As usual you left the meeting frustrated because you
were going to have to call back half of the community groups
and cancel their facility reservations.
9:00-11:00 You composed two short letters for your secretary to
type. You were soliciting two more volunteers from the excellent
resources list you have compiled over the years. Although you
thought the letters were perfect, your secretary asked you if
she should change the five grammatical and ounctuation errors
you made in each letter.
11:00-12:00 You met with a group of area wide community educators.
Although you were elected the chairman of the group nine months
ago, under your leadership they have not achieved one of the three
goals established for the year.
12:00-1:00 Although you had several opportunities to extend sym
pathy to a faculty member whose father"had just died, you didn't
do so because you didn't like to get involved in personal matters
with people.
1 :00-1:30 You spent this time approving purchase orders and re
viewing the budget. The system you develop seemed to be working
quite effectively.
1:30-3:30 You attended a Program Task Force meeting. The purpose
of the group is to involve the community in the develoument'of"
programs for individuals of all ages. However, only four of the
twelve members attended, which is about average. 'The. only orograms
that were discussed were for youth which account for 9055 of"the
departments current services and programs.
3:30-4:30 You reviewed the content of the community needs assess
ment, recent staff evaluations and the content of a training orogram you had just developed for your staff. You were pleased*
v/ith all the documents.
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Role 4
Listed below is the schedule of an average day for the
community education director whose role you are assuming for
this exercise.
7:30-8:30 You stopped in your office before the administrative
council meeting to develop a "to do" list for the day and make
a priority listing the various activities. However, you saw a note
on your desk that a custodian wanted to see you and that the
superintendent had called. A teacher stopped by to chat. Event
ually it is time for the administrative council meeting and you
never did have time to develop a structured "to do" list.
8:30-9:00 You attended the administrative council meeting to
coordinate the use of the school by community agencies. It went
very well as usual.
9:00-11:00 You composed ten letters for your secretary to type.
In proofreading them, you' found an error in one of them v/hich was
unusual for you. Host of the time they were perfect. The letters
were to area directors asking them to share the process they use
for identifying resources in their communities.
11:00-12:00 You met with the group of area wide, community educators.
Since you took over as chairperson 9 months ago, the group had
achieved four of it's major goals which they had been working on
for two years.
In the next three months, the group should also
achieve the other two goals you helped them to establish.
12:00-1:00 During your lunch break you made a point of extending
your condolences to a staff member whose.father had died. Although
you had sent flowers you knew how important it was to let that
staff member know that you wanted to help.
1:00-1:30 You reviewed purchase request forms, computed the weekly
payroll and tried to interpret the computer printout. It appeared
that you would have to meet with the business manager again to
get straightened on the financial aspect of the program.
1:30-2:30 You worked on the fourth draft of the evaluation in
strument to be utilized for a special program.
2:30-3:30 You worked on a new strategy for assessing needs in
the community. At the last meeting of the community advisory
council, it was mentioned, that none of the methods that had been
used during the past five years had been very gpod.
3:30-4:30 You conducted a training program for new staff members.
The evaluation indicated that your delivery of thematerial was
excellent but that the content of the training program left much
to be desired.
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Role 5
listed below is the schedule of an average day for the
community education director whose role you are assuming for
this exercise.
7:30-8:00 You arrived at work and thought about developing a "to
do" list. However, you had several notes on your desk.,You
started responding to these and never did develop a "to do" list.
8:00-9:00 You attended the meeting of the community coordinating
council, a group which you started five years ago. The purrose
of the group is to coordinate the activities of all the various
groups in the community.
9:00-11:00 You were invited to attend a meeting for all administra
tors concerning the financial future of the school district and
the use of the new accounting code book. However, you decided to
stay in you office to write letters and make telephone calls
concerning the expansion of the community education advisory
council.
11:00-12:00 Instead of reviewing the staff evaluation instrument,
you visited a faculty member whose father had just died. You
expressed your concern and had a nice talk about what it means to
lose a parent.
12:00-1:30 You attend lunch with several business persons and
community members. They asked you to be chairperson of next years
community festival. They thought you could provide the leader
ship necessary to motivate all community organizations to oarticipate. You were very pleased to be nominated and accented im
mediately.
*
1:30-4:30 Although you needed to work on a new training program
for your staff, the new community survey for assessing needs and
identifying resources, you decided to spend the rest of the day
with the Program Task Force develoning ten new programs and ser
vices for individuals of all ages.
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Role 6
Listed below is the schedule of an average day for the
community education director whose role you are assuming for
this exercise.
7:30 You arrived at your office and quickly developed your daily
"to do" list 'oy reviewing your appointment calendar, and the
notes and messages left on your desk by your secretary the pre
vious afternoon. You also took the time to develop a priority
listing of these activities from most important to those that
could wait. This procedure provided a structure for you to im
plement programs and services.
8:00-9:30 You reviewed the financial report.budget, purchase order
and for payroll information sent to you." everything appeared
to be fine.
9:30-12:00 Instead of attending a meeting of the community coordi
nating council which coordinates the use of community facilities,
you stayed in your office to design an evaluation instrument for
the special activities coming up.
12:00-1:00 During lunch, rather than talking to a staff member
whose father had just died to express your sympathy, you talked
to four other staff members about serving as resource persons for
an upcoming special event for teenagers.
1:00-1:30 At the meeting of area wide directors, you turned down
a nomination to serve as president for the forthcoming year.
You didn't feel that you could help them achieve their goals.
1:30-2:00'-. You were supposed to meet with the Program Task Porce
of the community education advisory council. However, only four
of the twelve members attended the meeting so those present in
dicated that the program as it currently exists with QQ% youth
activities was fine with them.
2:00-3:00 Instead of writing ietters you decided to think about
different methods of assessing needs in the community.
3:00-4:00 Instead of returning telephone calls, you continued
your work on revising the training program for your staff.
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PILOT TEST COVER LETTER
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930 Weaver Avenue
Kalamazoo, Ml 49007
July 15,1981

Oear Community Educator
I am a practicing community education director on leave from my position in Monticelio, Min*
nesota. At the present time I am a doctoral student in the Community Leadership Training Program
at Western Michigan University.
As part of my dissertation, I am in the process of developing several survey instruments to inves
tigate a methodology for determining the training needs of community education directors. As part
of this process; I would like to solicit a few minutes of your valuable time to help me pilot test one
of the instruments.
The rewards for you are threefold. First, I'd like to buy you a cup of coffee and a roll, hence the
enclosed dollar. Second, by participating in various investigations such as my pilot test, you are
making a contribution to improving the state of art of community education. Third, when my
dissertation is complete, I will sand you a copy of the abstract and will be happy to discuss any
aspect of my investigation with you.
I'm asking you to assist me in the following manner: (a) complete the instrument according to the
directions given; (b) complete the questions regarding the instrument on the Pilot Test Critique
Sheet; and (c) return the instrument and critique sheet in the stamped, self-addressed envelope by
Thursday, July 23,1981.
Your reply will be kept confidential. The code number in the right comer will be utilized to check
returns and to contact you should I have any questions concerning your comments. If you would
like to contact me regarding this survey, please call me at home (616*342*8652) or leave a message
for me at the Community Leadership Training Canter (616-383-0047).
Thank you in advance for your assistance.
Sincerely,

Duane D. Cates
DDG/bf
ere
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A P PENDIX H

PI L O T SURVEY INSTRUMENT A
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Community Education Survey
Pan /-Directions. Please place an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

What is the entire population (not just K-12) of the school district or geographic area for
which you are the community education director? Please use most recent data available to
you, i.e., 1980 census data.
a| Under 3,000
b) 3,000 to 7,000
c) 7,001 to 15,000
d) 15,001 to 50,000
e) Over 50,000

2.

How many years experience do you have as a community education director? Please include
your experience in other communities as well as your current position and round off to the
nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 yearsc) 5 years to 7 years
d) 8 years to 10 years
e) 11 years and over

3. Are you employed full time or part time?
a) Fulltime
b) Part time. Please indicate the number of hours per week you are assigned to be
community education director.
Hours Per Week.
4. . If you answered full time to question three, please indicate the areas to which you are assigned
and the percent of time you are expected to devote to each area.
----------------------_____
_____

a)
b)
c)
d)
e)

-------

g)

Community education director..........,
Superintendent................................
Principal........................................... ,
Athletic director.............................. .
Teacher.............................................
Vocational director........................... ,
Other

% of time

(Please list)

5.

Please indicate the highest education level you have achieved from the following categories.
a) High school diploma or equivalent
bl Attended college
c) Bachelors Degree completed
d) Masters Degree completed
e) Specialist Degree completed
f) Doctorate Degree completed

6.

If you have received one or more college degrees, please list each of your degrees and major.
Degree

Major

7.

Sex

8.

By whom are you employed?
a) School district(s)
b) City
cj Jointly by School district/city
d) Private non-profit agency
e) Other (please lis t)___________________ ;_____________

9.

Do you consider the community you work in to be rural, suburban, or urban?
a) rural
b) suburban
c) urban

a) Male
b) Female

(over)
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Part II-A D ire c tio n s. Listed below are twelve major s k il l areas
representative o f the s k ills th a t could be u tiliz e d by community education
d ire c to rs . Please c a re fu lly read the description o f each s k i l l . Based upon
your perception o f the amount o f time that you u t iliz e each s k ill during an
averaae work week, please d is trib u te 100 percentage points among the twelve
m a jo r 's k ill areas. The to ta l o f a ll the points in the twelve s k il l areas
MUST equal 100. Unless you feel that you spend an equal amount o f time in
each o f two s k i l l a reas.-please avoid assigning the same number to two

1. Communicating-the ability to usa appropriate methods (i.e. reading, writing,
speaking, listening, etc.) to communicate effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)
2. Eveluating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.
3. Assessing Needs-the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meet identified needs.
4. Identifying Resourcas-the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.
5. Obtaining and Budgeting runds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.
6. Coordinating-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.
7. Programming-the ability to develop and implement appropriate community
services and programs (i.e. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of all ages within the
community.
8. Involving Community-the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and probiem solving
process within the community.
9. Training-the ability to identify th>-:
bers; and to develop strategies i .
10. Organizing-ttie ability to structure activities to implement the programs and
services of the community education department.
11. Leading-the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.
12. Managing Interpersonal Relations-the ability to: (1) be perceived as being
patient, caring, understanding and considerate; (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
demonstrate a high estimate of human potn.-.Lial, believing all can learn and
achieve if the opportunity is made available.
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PILOT SURVEY INSTRUMENT B
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Community Education Survey
Part I—Directions. Please place an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

What is the entire population (not just K-12) of the school district or geographic area for
which you are the community education director? Please use most recent data available to
you, i.e., 1980 census data.
a) Under 3,000
b) 3,000 to 7,000
c) 7,001 to 15,000
d) 15,001 to 50,000
a) Over 50,000

2.

How many years experience do you have as a community education director? Please include
your experience in other communities as well as your current position and round off to the
nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 years cj 5 years to 7 years
d) 8 years to 10 years
ej 11 years and over

3.

Are you employed full time or part time?
a) Fulltime
b) Part time. Please indicate the number of hours per week you are assigned to be
community education director.
Hours Per Week.

4. . If you answered full time to question three, please indicate the areas to which you are assigned
and the percent of time you are expected to devote to each area.
aj
b)
c)
d)
•)
f)
g)

Community education director.........................% of time-------Superintendent............................................... % of time-------Principal.......................................................... %of time-------Athletic director............................................. % of time-------Teacher.......................................................... % of time-------Vocational director.......................................... % of time_____
Other
%oftime_____
(Please list)

5.

Please indicate the highest education level you have achieved from the following categories.
a) High school diploma or equivalent
. b) Attended college
c) Bachelors Degree completed
d) Masters Degree completed
:____
;
e) Specialist Degree completed
f) Doctorate Degree completed

6.

If you have received one or more college degrees, please list each of your degrees and major.
Degree

Major

7.

Sex

a

By whom are you employed?
a) School district(s)
b) City
c) Jointly by School district/city
d) Private non-profit agency
e) Other (please lis t)________________________________

9.

Do you consider the community you work in to be rural, suburban, or urban?
a) rural
b) suburban
c) urban

a) Male
b) Female

(over)
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Part II-B D ire c tio n s. Listed below are twelve major s k il l areas
143
representative o f the s k ills th a t could be u tiliz e d by community education
d ire c to rs . Please c a re fu lly read the description o f each s k i l l . Based upon
how Important you perceive each s k i ll to be, please d is trib u te 100 points
among the twelve major s k i ll areas. The to ta l o f a ll the points in the
twelve s k i l l areas MUST equal TOO. Unless you a c tu a lly feel th a t two s k ills
are o f equal importance, please Tvoid assigning the same number to two s k ill
areas.

1. Communicating-the ability to use appropriate methods (i.e. reading, writing,
speaking, listening, etc.) to communicate .effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)
2. Evaluating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.
3. Assessing Needs—the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meet identified needs.
4. Identifying Resources-the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.
5. Obtaining and Budgeting Funds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.
6. Coordinating-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.
7. Programming—the ability to develop and implement appropriate community
services and programs (i.e. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of all ages within the
community.
8. Involving Community—the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and problem solving
process within the community.
9. Training-the ability to identify the skills needed by staff and community mem
bers; and to develop strategies to train individuals in those skills.
10. Organizing-the ability to structure activities to implement the programs and
services of the community education department
11. Leading-the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.
12. Managing Interpersonal Relations-the ability to: (1) be perceived as being
patient, caring, understanding and considerate; (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
demonstrate a high estimate of human potential, believing ail can learn and
achieve if the opportunity is made available.
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Community Education Survey
Part 1-Directions. Please place an (X) in the space by the most appropriate answer for each ques
tion or write the information requested in the appropriate space.
1.

What is the entire population (not just K-12) of the school district or geographic area for
which you are the community education director? Please use most recent data available to
you, i.e., 1980 census data.
a) Under 3,000
b) 3,000 to 7,000
c) 7,001 to 15,000
d> 15,001 to 50,000
e) Over 50,000

2.

How many years experience do you have as a community education director? Please include
your experience in other communities as well as your current position and round off to the
nearest year as of August 1,1981.
a) 1 year or less
b) 2 years to 4 yearsc) 5 years to 7 years
d) 8 years to 10 years
ej 11 years and over

3.

Are you employed full time or part time?
a) Full time
b) Part time. Please indicate the number of hours per week you are assigned to be
community education director. _______ Hours Per Week.

4. . If you answered full time to question three, please indicate the areas to which you are assigned
and the percent of time you are expected to devote to each area.

_ __

a)
b)
c)
d)
ej
f)
g)

Community educationdirector........................% of tim e--------Superintendent............................................. X of time -------Principal......................................................... X of tim e--------Athletic director............................................ X of time_____
Teacher............... .........................................X of time_____
Vocational director..........................................X of tim e--------Other_____________________________ X of time_____
(Please list)

5;

Please indicate the highest education level you have achieved from the following categories.
a) High school diploma or equivalent
b) Attended college
c) Bachelors Degree completed
d) Masters Degree completed
ej Specialist Degree completed
fj Doctorate Degree completed

6.

If you have received one or more college degrees, please list each of your degrees and major.
Degree

Major

7.

Sex

8.

By whom are you employed?
a) School district(s)
b) City
c) Jointly by School district/city
d) Private non-profit agency
e) Other (please lis t)
:_______ ;__________________

9.

Do you consider the community you work in to be rural, suburban, or urban?
a) rural
b) suburban
c) urban

a) Male
b) Female

(over)
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Part II-C D ire c tio n s . Listed below are twelve major s k i ll areas
146
representative o f the s k ills th a t could be u tiliz e d by community education
d ire c to rs . Please c a re fu lly read the description o f e a c h 's k ill. Based upon
your perceived need fo r additional tra in in g in these s k i ll areas, please
d is tr ib u te TOO points among the twelve major s k ill areas. The to ta l o f a ll
the points in the twelve s k il l areas MUST eoual 100. Unless you feel that
you a c tu a lly need an equal amount o f tra in in g In two s k i ll areas, please
avoid assigning the same number to two s k il l areas.

_ p ts

1. Communicating-the ability to use appropriate methods (i.e. reading, writing,
speaking, listening, etc.) to communicate effectively with individuals and
groups (of various ages and/or diverse educational, cultural, occupational,
and socio-economic backgrounds.)

_ pts2. Evaluating-the ability to: (1) design and utilize appropriate procedures to eval
uate community education personnel and programs; (2) analyze the results
of the evaluation; and (3) utilize the results of the evaluation to recommend
appropriate changes in personnel and programs.
_ pts

3. Assessing Needs-the ability to: (1) identify community needs and wants using a
variety of methods; (2) involve community members in determining the
priorities of need; and (3) develop an action plan to meat identified needs.

— pts

4. Identifying Resources—the ability to identify the human, physical and financial
resources, both within and outside the organization, to meet the identified
needs of the community.

_ p ts

5. Obtaining and Budgeting Funds-the ability to: (1) utilize both a variety of
funding sources and methods to obtain the necessary funds to finance the
community education program; and (2) develop appropriate procedures for
the collection, distribution and supervision of these funds.

_ pts

6. Coordinsting-the ability to utilize the resources of both public and private
agencies to meet the identified needs of the community.

_p ts

7. Programming-the ability to develop and implement appropriate community
services and programs (i.e. educational, recreational, social, cultural, etc.) to
meet the identified needs and wants of individuals of all ages within the
community.

_ pts

8. Involving Community-the ability to use various strategies to increase the oppor
tunity for citizen involvement in the decision making and problem solving
process within the community;

_ pts

9. Training-the ability to identify the skills needed by staff and community mem
bers; and to develop strategies to train individuals in those skills.

_pts

10. Organizing-the ability to structure activities to implement the programs and
services of the community education department

_pts

11. Leading-the ability to: assist individuals and groups to identify and achieve
goals, create a positive organizational climate, help people resolve problems,
facilitate group process and develop leadership ability among members of
the community.

_pts

12. Managing Interpersonal Relations-the ability to: (1) be perceived as being
patient caring, understanding and considerate: (2) exhibit the essential
qualities of faith, trust and compassion in dealing with people; and (3)
...................— - demonstrate a high estimate of human potential, believing all can learn and
achieve if the opportunity is made available.
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Eilat Test Critique Sheet
Birectians- Elease answer each- of these questions to the best of
yrmT- ahTTTty and. make comments when appropriate.
1* Are the- directions- to both. Barts f and ir clearly stated and
complete?'
Tea
. Comments:
. Ho

'•

2.. Are the items, clearly stated?
Tes
Comments:
Ho

Is the instrument.free of errors in the use- of language?
Tes
Comments:
"Ho . :
'' -

4. Can. the instrument he completed in a reasonable- amount, of
time?
-v • ,
_ Tes
■' ' . Comments.:•

Da you believe that a community educator has enough information
to- complete the instrument?
Tes
Comments:
Ho

-(continued)

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

149

S I Da you. believe- that, a community educator is likely to be-;--williiig“-tor complete the instrument? .
■ ... ■ ■ Tea
Comments?
. . t -.■
;■'a t ./v .•■••
No

7 1 Do- you: believe that a community educator will, respond to
•• the instrument honestly?
.
■■Tes
‘ Comments;
..

No

...

,••••

-

8» Do-you believe that the general format of the instrument
is. satisfactory?
;••.••:>.: ••;;• •.-.• •• •••>.••
:
•
Yes. ■ ••• •Comments;.
•-' •.
•..

Na

^

^

* r*

■»

"

V

^ ^

,.<*

•> ■+ *■

*

J*

-«

3«'Hease- list-any- additional, comments that you.-may nave ... ;,;
, regardingr this instrument-

^

5-

f.

*
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930 Weaver Avenue
Kalamazoo, Ml 49007
July 31,1981

Dear Community Educator:
I am a practicing community education director on leave from my position in Monticello, Min
nesota until October 1. Currently I am a doctoral student in the Community Leadership Training
Center at Western Michigan University.
WHAT DO I WANT?
A t the present time, I am in the process of collecting data for my dissertation, which will
investigate the different methods by which trainers might assess the training needs of community
education directors. As part of this process, I would like to solicit a few minutes of your valuable
time to complete the attached survey instrument
WHY WERE YOU SELECTED?
Your name was selected at random from a list of individuals who are responsible for the com
munity education programs in their communities. This list was provided by Lacry Erie at the
Minnesota State Department of Education.
HOW DO YOU BENEFIT?
The rewards for your participation are threefold. First I would like to buy you a cup of coffeeand a roll, hence the enclosed dollar. Second, you are making a contribution to improving the state
of the art of community education. And third, when my dissertation is completed, a copy of the
abstract will be available to you upon request Hopefully, these rewards will motivate you to
complete the survey instrument immediately, which will help me avoid the time and expense of
required follow-up efforts.
HOW WILL THE RESULTS BE UTILIZED?
Your individual responses will be kept strictly confidential and will be reported only in terms
of group scores: The cods number in the upper right hand comer will be used to inventory returned
survey instruments and provide information for appropriate follow-up procedures.
WHEN AND WHERE DO YOU RETURN THE SURVEY?
I would appreciate receiving your completed survey instrument by Thursday, August 20, in
the stamped, self-addressed envelope.
QUESTIONS?
Please feel free to call me collect in Michigan until August 15 at (616) 342-8652 or (616)
383-0047. Beginning August 17 you can call me collect at my home in Monticello (612) 295-2925.
Thank you in advance for your assistance.
Sincerely,

Duane. 0. Gates
DOG/bf
enc
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930 Weaver Avenue
Kalamazoo, Ml 49007
July 31,1981

Dear Community Educator:
I am a practicing community education director on leave from my position in Monticello, Min
nesota until October 1. Currently I am a doctoral student in the Community Leadership Training
Center at Western Michigan University.
WHAT DO I WANT?
At the present time, I am in the process of collecting data for my dissertation, which will
investigate the different methods by which trainers might assess the training needs of community
education directors. As pan of this process, I would like to solicit a few minutes of your valuable
time to complete the attached survey instrument.
WHY WERE YOU SELECTED?
You have been recommended by Dr. Donald Weaver as an individual who is highly qualified
to sen/e on a panel of expert trainers. This panel is one of several groups being polled in the present
study. Because of the small size of this panel, it is very important that you participate in this study.
HOW DO YOU BENEFIT?
The rewards for your participation are threefold. First, I would like to buy you a cup of coffee
and a roil, hence the enclosed dollar. Second, you are making a contribution to improving the state
of the art of community education. And third, when my dissertation is completed, a copy of the
abstract will be available to you upon request. Hopefully, these rewards will motivate you to
complete the survey instrument immediately, which will help me avoid the time and expense of
required follow-up efforts.
HOW WILL THE RESULTS BE UTILIZED?
Your individual responses will be kept strictly confidential and will be reported only in terms
of group scores. The code number in the upper right hand comer will be used to inventory returned
survey instruments and provide information for appropriate follow-up procedures.
WHEN AND WHERE DO YOU RETURN THE SURVEY?
I would appreciate receiving your completed survey instrument by Thursday, August 20, in
the stamped, self-addressed envelope.
QUESTIONS?
Please feel free to call me collect in Michigan until August 15 at (616) 342-8652 or (616)
383-0047. Beginning August 17 you can call me collect at my home in Monticello (612) 295-2925.
Thank you in advance for your assistance.
Sincerely,

Duane D. Gates
DDG/bf
enc
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Route No. 2, Box 122
Monticello, MN 55362
August 21, 1981

Dear
On July 31 I mailed you a two-page community education survey instrument, a one-dollar bill and
a cover letter explaining the purpose of my study and how you were chosen to be a participant.
Since that letter has not been returned to me, I can only assume that you have received it and have
been unable to complete the survey instrument to date.
Because of the number of individuals in my sample, your participation in this study is extremely
important In case you have misplaced the original survey, I have enclosed another one for your
convenience.
Please return your completed survey instrument by Tuesday, September 1, in the stamped, selfaddressed enve!ope.This will help me avoid the time and expense of additional follow-up efforts.
If you have any questions, please do not hesitate to call me collect at my home in Monticello
(612-295-2925) or leave a message for me at the Monticailo Community Education office
(612-295-2915).
Thank you in advance for your assistance.
Sincerely,

Duane 0. Gates
DDG/bf
enc
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ME D I A N SCORES FOR EACH OF THE
TWELVE SKILL AREAS BY GROUP

Group:

1

2

3

4

Skill:
Communicating

13.50

13.33

9.56

12.50

Evaluating

4.79

5.41

7.80

5.50

Asses s i n g Needs

6.87

11.12

9.91

8.00

I dentifying
Resources

6.50

7.00

7.14

8.50

Obtaining and
B udgeting Funds

5.41

7.62 •

8.75

6.00

Coordinating

6.83

7.75

6.62

6.16

14.16

10.42

7.66

5.83

P rogramming
Involving
C ommunity

7.62

9.14

10.00

12.50

T raining

2.92

.2.80

5.66

4.50

10.20

8.66

7.25

6.00

Leading

5.42

7.57

7.60

12.50

M a n aging
Interpersonal
R elations

6.00

5.45

4.85

10.50

Organizing
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